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SEARIBIER: Mo U T

T e B2 A A AFA F(artificial
intelligence) 7]&<S A& 2 AP FAAo AL
3t JthkEsd, 234, 2023; Hunkenschroer

& Luetge 2022; McCarthy et al., 2017). AFA|

5 9% ARE dHaT dH o B
Sge 54 Saol B9 e A A
HeaT e 5 Ye Azde sHow

A o) E M (Kaplan & Haenlein, 2019), $1¥A|%
ANEE AL Ao AN 22e F7
A ABABL Aew AT gojar
(Hunkenschroer & Luetge, 2022). ¢l &A% =&
2 Bo) el olEAE He AU BHY
T deH, AN et WEE &

Ao Z BME 4 QTHSajjadiani et al., 2019).

Of

Af A8 2 ole} 9 AgIAE AFA
5 71%e el 28ET et A
% 7142 B9 QA AR A, Wl
A%, 44, A ¥ 5 YR J9e 24
S o] RS ATEAL, Y, 2025

2021). AFAT 7|&L ALY
Hge ¥ wmEA, ¥ 88H0E s ¥ o}
YthE4sd, 239, 2023; Kaplan & Haenlein,
2019; Black & van Esch, 2020), 17t zj& 2%
o] ARG AE F AF FPS H & 9
7= ke Zlo] Walglol mlekSajjadiani
et al, 2019) A2 F QAFAF 7|&E 8L
HS gog Aot

AEAE A-Eol doigel wet YA A
50l o5 ofE9A Wolsol=A olsfist=
Aol F23 AAZE HAH A& AFS A
AHA QA ALATE FASHA He 24
gk olu A gt BEs 55 did 22 gt
AL oA 8 Qg A el FFe FH
(Chapman et al., 2003; Lievens & nghhouse,
2003). 53, dEA AFAT 7l H&

Hickman et al,,

A
o FEFS = éoﬂ/‘i HRle] =S ol
e A2 AEAS 7Ie A8l oM T8
£9l

3t QQlo|thBlack & van Esch, 2020; Broughm
& Haar, 2018; Park & Woo, 2022). x|-& I}
A AgAs s1%el 45 £Ygel Gt o
A AR AZAE F1%e ol A

st assh, eldel 2Aef o s

= Ag AN IFAE 7]
282 1) A ke A5
0] Esignaling theory)S 7]4¥FO & (Bangerter et al.,
2012; Connelly et al., 2011) U YAF AL}
So| ABAS AL ofuA AMsEA B
ot ek A Al ARdEe
Sshu, 0 AR skt A
ol 7]Rkste] 22 o w3t
SlCHLievens & Highhouse, 2003). o]
z7e) o)A, A8 B 2
$ YAolesh Btk 43
4ol o olv|As} BEE P4,
A% AN A8 A2 A& 1A
9] SFTHGeorgiou & Lievens,

l
oZ:

2022; Lievens & Highhouse, 2003; Williamson et
al,, 2003). §1FAE 7|ee HId =49 Al
2¢ ANT AYAE| of A5E oY 3
Astiitel] mhel 22 tigk o|m|A] ¥ BHE
7t eARA Z2 FAAOE W3THFolger
et al, 2022). oJell, YAt APAE0] Y A&
£ o9l siAst=Adl el olsid Favt
[e])]
A
A 59 el ARAL Ao 2l
3 A& gk A77F APHL YA
(of]: Acikgoz et al., 2020; Folger et al., 2022), =
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£ A7) $ESE T ATkEA, 2023)
WA AYATE FHskE AsE Boh R
q

of we} Thedl SlaE 4 Tk 7%l
AE fzo] B1 AZE 7122 A8sHE 2
2 2/ AREL ATAE A8L A
o= Bk olZlo] 2ol U HEZ of

0‘]74 THGeorgiou, & Lievens, 2022; van Esch et

L 2021). £33} 94 l" Z*%Oﬂ 5}

f& Eo ¥FE FE 2l

o1 EA &

2 Vel thAwad et al, 2018;
Mantello et al. 2023). o]o] A|F-HolA] B
J[IFAE AH&ol FAAH T A4 v
A FEol =W ALASAA UEhEA,
agal ojzle] zFe] gt HER olojAl=
Ao g A7 st

H2zxo
=T

A& A elA
YAk A LA
| EEed IFe vAE WAUEE ¥
s Aol =Ad gk
TAA QA mx=
glska F Ae] WAUZe] 27 )
Sol g FEA Aetsad o AT
Azk AN gFAe] AgH AFAS

= Mt AT 2 AE T
o & Ag F2e 233l
ASAS Aol dA A=A mA=
F selstug @k olg Tl AFAT
&o] 7k @A = AdAs ATA

Nt

8= oA si4staL o]7e

s | =2
& EHEQ 22 mjEsd nAE G F<
szl g

T OE A7 542 AFAT e A8
o] 24 g R vX= G AA =
Ae Fste Aotk AFAS Agol =4
E ol A= S i 8F 8l
uet g Zor yeyted, 44 89 5
NEL 71Es 7170 AHgdtEe B=E %
k= 70l A1 (Agarwal & Prasad, 1998)9] F

d ads vefstaa ok gl HalAol
& A ARE 7o dEiM shH R

Bryety] dEel JA¥3As MEs o A
O F 14 Zlojgty At E ATE
53l AFAT Ve AL AARG JAFA T
Ae& dAsty AZskes WAo] AFAT
Age g HEE 3= T3 821

OIBRIS & HB0| YA XAKfolH 2uf
S 0EH A HAMT F THA o4

YA ALdAES A&

Sl AE SACA 223 Aol ti7k B
3 ARE FH3L o]E ke xF o
s A t?l'lq—(Bangerter et al., 2012;

} AQAEL %3
A ARE M
Ang wgos 27
o@A P4 olvA

Connelly et al., 2011).
oo Ao zA A
Bl glom, Ad
ELIE LS
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BHEARISIEIN: Aef I A

Folger et al., 2022).

ZZo] ek ojrA| el HHH o] &L H
FHNA AnAEAA BAHE oA E
st Aol 7]¥FeHH(Lievens & Highhouse,
2003). BAE o A& Jhdstete adde 2
Al AZ i3 7153 £A(functional attributes)
I FA A o) u](symbolic meaning)E W} T}
(Gardner & Levy, 1955). A|&o| tigt 7|53

S4e AF A 4gHoln =7H )

£ ol

o MBI AYES WE dH ngol
Be AZS dal S7H £4€ ol W7t
she Agel otk W, A onls AF
2 AF gl QoA Al AL
oA Ao A7) BAE FANAAT A
7 olHAE GPATE SHoE HAHL

(Lievens & Highhouse, 2003). 54 A|Z& A&

ofr

Se W A7) 2 2 Aclen daEs
TF2YIL FAA olmAE AAA olrlo]
e

IR olela EPAA9A £49) Sohe
instrumental-symbolic framework)2 H#M = o]n]
A% olssn HA= Hed o 9
AR AEs 2 G5 olslals @ ol
gt}

Lievens®} Highhouse(2003)2 ©]# 3t =T1-4-
HAH A8 B8 2H9] olnlA YA A
8310 QA A9AAe) 220) OjF HEE o
st sk Ag FBIH =78 &4
o 24 9 U3t A An, FAY, A
4 Qe ahw ol 2o tjg ol
9 ojgse] felnld YFE Eoiliees «
Highhouse, 2003). 7]%5% 4419 t&#<2] 4
2E B9 4% 49 284 EU 4% 52

5ol ZgEY YAz Fo 52
s YHY AT A e AL
z2o dis] SAZQ omAZE F4HH o]

O

1 o

L z& m@ro] #2407 o]0} A THLievens &
Highhouse, 2003). ‘3742

4 &4e AUA} A
@ Famoly 245 40 AL
HolA Hol® F@Hl Sdolnk AUn
S 22 9 45 Al A(innovativeness), XA
(sincerity), 15 2~2]-2Aprestige) 52 APOZ
B71ek71 = e, ol AAE FHA o
2 AAA ouE FAF Zo|thlievens &
Highhouse, 2003; Slaughter et al., 2004). 37324
o] EZF =73 EAY FFES HoA =
Zlo] gt olmA] B Bxo] FFE F= A
o2 4HA QUrkFolger et al, 2022; Lievens &
Highhouse, 2003).

e N2

2

ARE F3st A ofuE Fost=H,

ATAS A8 AdAe] A=A oJulo

FE FE 8)lo] 2 F Atk A5 o]
=29, A48 % A

5[:
=4 g A8 =7 A r] F A4
< o A48 Z93
O] A(creative), HAl F-3J o] H(trendy), =722l
(original) 213 22 EAS SdThLievens &

Highhouse, 2003). zj-& FAo|A A& o]|a

A9 &S =Y A9 AN 24
S8 oz dY 2hol tsld Ay

» o

olghe A orlE Foskil(Folger et al,

02, AFH Bh WARG o VI

rO

Fe) T FH9 A AUA
g ooz @ Adele AT Y 24
5 7% AR A8 2 wRelA

Ag9e W, AFA AL P AU

o 21

- 614 -



Jois - 9 / e UM 2USAs 71z HE0| 24

o
EH
kN
=2
=
Rall
FII'
OO|
<
=
o
el
il
=
3]
il
nju
ool
X
>
Al
rr
N
=

zAun s 248 Sazola 4

I o
[e) v =
(Folger et al., 2022). S8 W gk A74E FEE

e

o g Ao

U YA AdAES e E JIFAS |, A AAdA FasA dFHe AEe
Aol Gage wA= FEFES ARHSE EBaver et al, 2001) ¥ AT E % ‘P 34
AR AT e BESHATE AR Ve A J4d 2-4E T Bul 34 Q1A
&3 ddd AT WmEYA JIFAT Ve 2 2FY B AR FAHA g "J@‘Ol
I 2 AER 7l G4 Ao FAA , AR FFA A4S 2F o] FAHLENA
) FEFE = T Ut AEE VEs AE8 T i Betn BRE AAEHA U
e AL O 240 AZE 7€y HsE & AR g JddSs o, dozg &
EY o e AdH 5, a9 99 & B4 djlFe] dAdA e EFY A=
kS 7ML Sles dAlEHH, ol z2Fe o #¥E" $AA d4e E¥thBaver e al,
FAA oA 07 o]ojATHRuvio et al, 2014).  2001; Colquitt, 2001). AX} FAA U2L Euj
NMEL 71E B0l 229 il Al 384 dAF Huds o 22 Hxo] g
AR BAAE B5lo} AZFo BAGol F¢E  d=go] I (McFarlin & Sweeney, 1992), $1F
H} QTHGeorgiou & Lievens, 2022; Tsai & Yang, A& &F AEH A& 7 d@#Foz A
2010). ol2lg 7]E ATE 7INteE, sl f ol Holx FAHA 4 o|tKAdkgoz et al,
Ab AAAEE A8 L A oA JAFA] 2020; Mirowska & Mesnet, 2022). &, 344 <l

5 7% A% +20] Eobd A AT 22 Aol 0@ ek ATl sy A% TN
2 o Hudolekn A7 Aolekn A ANe TR A Wee oA dEse
St 821¢l Ao F YelgthCollquitt et al, 2001).

W, BEAS FANT AR RS A8
& zxo] Axgol B HERTH: B
4 el o Bl 23 AW 9F 4DE

ol 84E 249 QRS W
& Aol dZher FoF AL s oz W

ZTHCollquitt et al., 2001; Williams et al., 2003).

N gede 34T AR 3R A A

¢ 23 AQAY HEd 9T FE T8 82

T U A St
o7 ¢HA AtBauer et al, 2001; Chapman o124l 8 E}QIF}Fe] AT X

et al, 2003; Hausknecht et al, 2004). A|ZE F  (encounten)S 7|WFO.Z X &1, FZE AbAle}

AAS A 3 2l 3R UH o A3 AEe VNte s FAJHThFolger e

71% S} (McFarlin & Sweeney, 1992), T A& al.,, 2022; Scott et al., 2007). AT 2§ FAHA I

Beol A T4, B A, AEE AR FAH ANe SEL AP A

U4 A FAHOR LRAVIE B £ €T DA A UBAT e Fe

(Colquitt et al., 2001; Scott et al, 2007). Az}  ERRIFS] AHAQ A& &S FHI}AY

o

- 615 -



sHEAlR[EEIA: Al o TX

e
e

ARk Aol Pashl,

2} TFolME A& FHo] : =<
FAol tist ZAwAd HA4S BEABIAA, Q1 5 Algo] Hak A A4 vAE Gl
FAT Agel g 27] ATFEA g O o]EH HY AT AHE AAF F, Ut
Az {1 2 2o dig gEE dF3te  AS B4 wdoE AR g1 AT AR
AOZ 4 HA FAAY dHo 2HES oF gAaFoz Itz dth 94, AT
A F AT AT G o] BoME UAFAT A-gol
JAFAT 7lEo]l 3 Qe FFs F+ ALdAY Hak A AAo A FF
= olfre AT o2 A FAFAC dg & PRty AWsth AE o2 wEd
Fre]2~E] o]E(fairness heuristic theory) 0.2 AW  Fosla] e A& AL YRR o7
& 4tk FAHA FElag olRo wEH, AET F Jde HRE AFIAIY ol F
3 el gk FAFZQl HUER o]ozith
o

Ho| 7kl FAAS Udsty FAAC  (Chapman et al., 2003).

= o
YA ojFe] Hn  CAES £ £ W e UE gl
T}

— T =
E2 o] 7|FE TAR A tHlind er o, o] AYHM QA HES Y F ot
2001). 27]° FA4" Al TAA o (McCarthy et al, 2017). A4 Z}Ao]

Bl al
G B A5 AR 4F glo
o

Aol =22 gl 7Rl ek Bl 2 737 B7ph s

F, o] & F4E A4 AT g AR A7 wY] el ALAE A A&

© & WolEoAA 7= F Y F Al 9 Aoz Ae EAY 5 glon,

g2y o] AFES HHoIU ARl d dAF AdAE AR Adllol i ¢ =3
];H 3

U 3k 2 ZHA| B THMcCarthy et al., 2017; Mirowska &
= o] JEthe As AA Mesner, 2022). EZH QIZF A& FEAe} HE

A ¢ AAgo] miAlEE AL ALAA THA] gla
AR AdAE ARl ARE Zte fXoltk. dAHOE of WA Fettal 27)A He
w3 JAFAT 7€ HZ E4E MEZE 292lol7|E dltKMirowska & Mesnet, 2022). ¢
g =74 EFHEES WEzsta dom, A AAE ZIAFla 23k A8 A
A8 Axp Aol FFS v AolA & oAe e FEE FJE 713E IA X
B4 Frelzg dAdd dFe F= 79 2 M 2 & Atk dEFtiKochling et al,
Qlo] & 4= QItHAcikgoz et al., 2020; Folger et 2022). ©]2]3} o] =2 YAl AYAEL 21FA

al., 2022; Kochling et al, 2022). S1&A% | T Ago] AE

X
-0,
2.‘:’

fo
ol
1>
f
v
i)
Ry
X

O

o v ]
golgte A5E of9A A=yl w2 FAHSHA Frka Qstal ol wjw ¥
A FARA Frel2E FAo] gEpAH ojZle] =Y tishd B ARl e E 3 Al
ZA digdzo)] IS = £ Yo 923 A FH vl UtkAckgoz et al., 2020; Folger
Ao et al., 2022; Kochling et al., 2022). SUjoA=
AT AEol Axk 843 AAol wA QAFAT WHES AP T ALAEo] 9
v T FRHolge 4 3B8Ac)ge= W AFUH AS 25 B4 A o

- 616 -



oz - 2 / e UM 2USAs 712 HE0| 24

Aol FHH FFE MAGE FAE =
AR AT 71¢2 HeF mEsE 4

& B3l dEAT AL ATHJ] Aol o
&g ZHY FAAG Al A= FFE A
TR dHE S IAHE FES AT
As A& 2dodA D] A& Hoh =&
Ao et Bde) el Bse o
Hom @ ATIME M AT 2l
HEHJT HIY L E T8l QIZt HAHe] A
AAE dHske A MY AEAE
ATl AHS WYt TS vud
Az, 713 Ad3As B Aol I
4 SHe 344 d4o] woha SHEAH
(Langer et al., 2020). 1¥XA5 Lo HEA
1 AEEG Adze] FAHAE A FAHA

o

| 4Ue & 4 9lee

MAE =2

>

offt Rl mi K of
k)

gg
oo
it
o
T
ui
iy
>
v
ol
N
r]I.
lo
=>.I=1
ofo
i)
A
S

2 =3
(Sajjadiani et al., 2019). 217t A& FHAE o]
gx 9 37 A9 Aol defel gRg &

Ao Mmsti BAE 5 gl o2

O =0 Oxl= G A off T4 IIH =S SUAPIEI1

. A7 AR AFAE 7]
Fol FAT Wk GBS Fo, ot AU
of A3 244 QOlE FHHA JHE 2
S Aee AAET oo, lEAE 7149
Hgol F ARl A FHYA v
L QYL el 9T FROR sy

>
=
o

AFAE Age Ao U@ HA4Y A
A B A4 FAA 24 o] 9%
2 VA Zolgta dystch 27 wHEs

AT E =5l (Highhouse et al., 2003), A&
% 5 AR A% Age 27 b
dre APAoR A ok Q4
3 AZe BN FBe F
= A7 dHA YTKMcCarthy et al., 2017;
Ryan & Ployhart, 2000). 2|8 A& AHAX|HA
ZA He 24 g ovA= 24 wjge
g d3st g 34 29 F shiolt
(Chapman et al., 2003; Ryan & Ployhart, 2000).
A& AAANA AEL 7ES H&she A
z219] Aol gk 1A FEFE FH o]
AL 22 i3 MEEE Hole F83 8
Qlo]tLievens & Highhouse, 2003). ¢1FA|% 7|
=

< A s gA3d Jler EEH

N
e
>
il
fo
=
olo
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ol

st=AlE[stEIR]: Al

°
FA
Jal

JIFAT 71&s 488 A5 184 ¥ 74
SR 220 g gilde FEs A4 <
Haha o)gto] 24 WEme POz olol
A ot A e £9 2719l A
52 e @ AT e Al
JEAE 71€9 o] =F w¥gxo] HA
© FEFE il o] AA R wiifs=
AO 2 YEFGTHFolger et al., 2022).

3 3R AAE ABAE AL
23 24 WEEE uAse el 2
ok A QAT A el A2
A3 gAA0l 27 WEwe) 4 d
FOE Ae BUE 4TE B9 59U
I THBauer et al., 2001; Chapman et al., 2003;
Hausknecht et al. 2004). z|-& FAL EA

[
g 24o] A Al Eohn AZEH

AL g B oopdEt Gt Tl Aol &
Aot Ol BAgNS = 9le Zlogha
st AA FEA e 24 EES

(

U
Eol= 83 Q9lo] HtKBauer et al., 2001;
Chapman et al, 2003). & FHAA HgH
A& AsAY AE S& THH A4S
M 22 mjE e FFS vA L, AT
A& AdE AFME dFAT 71ed
Hg FFol 24 MYnd nAEs 9% A
A A4 Aol mAdTE As &3
THAcikgozet al., 2020; Folger et al., 2022). 91F
A% 7ol AER4H §9 % vl 47
Ue YwHez i FHHol Yrin A7
ST oRe 27 e seew ool
F THAcikgozet al., 2020; Folger et al., 2022). H]
i Aol o H2 =S ATl = HIY)
W HHe £y 89S diste Hxp 33
AAE Tl 23 WEgEE Fole ZoR

HAFRHAAE 5, 2022). o]HT A7 2

oZ:l‘

g

ez, S YA AdASAAME <
A Aol =4 mEH=e vA= 9
J Aol wizhd 2o
gty HAA Aol miAl adke] A9
AT AE 194 HAE BATE AR = ok
7} E3E AT o 7] wEel A7 2

s
1o
S

it

£ et okl
[
v
ro
>
K
bl
ol
ox,

M 2 A FNN AFAS 7%
S 24 vigse] nAE FPYL

3 ]l4fo] Wiz Zolt.

e X
> oo

A7 AF 2. AF HAN AFAS )&
Ag Fzol 2% wHse] WAL 3PS

[o lo N
Solt
-
2
lo
:?L_‘,

S
=
rL
o re
ofy
=
N
ol
olrt
oX
ot
ol
8

] ZY A= wlo]tix ololE]l7} 2018
S35 A ASPEAMH YL, 2018), 20101 AT
HHEE =AY Jd3AE 7Es =Y

Agel B4 % AL Dt opy

o

o Mo ot o

&stEe Bl lojA FHQl Apolrt EAR
THAgarwal & Prasad. 1998; Park & Woo, 2022).
ofd AFEL 2L V& T74S 7
i, Az 7lEE AR AE FAHAM =
A3 AL V= A TKGeorgiou, &
Lievens, 2022; van Esch et al,, 2021), o|® A}&
S AEZ 71ed] AHH AZE 7]Eo] 1

A shgel sl Bele EESIE @
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iz - 9N / e UM 2USAs 71z ME0| &

(Brougham & Haar, 2018).

olg MEL 7l& 8o t 7HQ Aol
& Adste 44 29 F shrk A 8
‘do|tt. Agarwal?} Prasad(1998)&= 7]l Qlo]
A A galdelgte Ade ARoldEA A
1 EAEE TiRlel AEE 7Es ARESIE

A 7170 ARgslEE AEZ Aofsith

%l 4] =
E=UE 2AE TR Frlela o =
A EEs goled 9% & Aon ¢
HE o2 AUAEL Ao A FAFst
oy & gega adse =74 98 4
A2 &40 teiA o mEHelzta =7

(Slaughter et al., 2004). & E9], 29 A}
A o] 79} AR o|wA7} 2

A= FEFS QA 20l gk dAlol =&
Bl o AR UBTHTsa & Yang,
010, E EFH &4 oA el 47 =
A As Ago] AFHA=E HH &7
A AHES A 7] B3 AAE Ad
240 o WEe LE Aoz et
(Turban & Keon, 1993). &, ZZ|9] EA4L 7]
Moz 447 9 £7A 40) Ale| 47
ojvf 7kAek Fgtd ¢ 233 ¢ gra
Trste] 2o i Mi¥E=E =74 do
(Turban & Keon, 1993).

AEAS A&l JoAX= 74 el
= < A3AE 7l deiA o T
Aol Al HEE AUH, Y Ve
o

Ags zAo] Aol 7H% AAT 44

X

O =0 Oxl= G A off T4 IIH =S SUAPIEI1

3} (OQostrom et al,, 2013), MEL 7|2 At
£ v 2RI EYS 7] (Georgiou &
Nikolaou, 2020), T 84S =g
(Park & Woo, 2022). o]2g+ 791 galAlo] A
d AZ2E 7] gigk 344 043 B=

0

s A

o
=AY 71eS A Mg Al g T
AR S BEYos|a 2o g v
HS Z3kshe 8910 @ Aotk

S
T Az= o}z QA 7)&d g gErt
ASAS A&l
o] gl ul Utk AFAS

Zle] QIAb A Yo mlAE L 7]Eol

gg
o
o
20{:."
oft
B

H
g AE e wet Gebdet, 71eo] tE
AE FFo] 2 IS 220 AF{F Y
ANA JAFAF 7S HEAS W A 5+
o] W& R g A il o $%
ARl HEE BAthelds- 5, 2019). 7
Ae s & AFNME AFA T 7
<o] &ttt = AFAT 7lEd sl
A A5, AFAT Zlsol tig AR 9
E2 oJojxith= HollA AFAT 7I&9 7]
S B 7l s ARl HEE AY
T AL 783 80YEs ¢ F IkHIAS,
Adg, 2021). ol#d AT AHAE VWO,
71& A0 B2 A AEAT eSS

M 3 ABAE A% Ag sEol 24
e mAE 9% A Hage] =4
@ golth FAHOE, AL HAY FFol
9e W B 52 0 AFA% /1% H§ol
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SHEAR[EHS|K] AR 2 RE

24 gz X FHA dFHo] o 3

s etk

th AT 25 AF 144 EE AHE e
Ay e 5 dsstal 74l
ga4e 24 Z9E A s 13

% 5
7le AL FEe At AL A A
A% 7€) ol e 217 AFA
Aed AL AN A

7 = =
2 AT RS HelstuA Yo

k)
o
4

A=Y
o
&l
R
S
o)

AT U B

AT 19 AL Ll HAE dA
JEHRIS Tl AT WES o
T A7 Ao B kg e F A
Hog AT Fool Fogt Aol dsf A+
o FAd + J=F sk A FHEE
o #e] e AREET $HEY F UEEH
shdom, wF 20A] o]dellA 404 mRE Sk
A4l 1381E FHATE T Y 9
3l Fehi AFoe g 28t E 3
AA v o) AR SET ARFES
A didellA AQdstida, 1 A F 10078
Al A B Ao AREE AT
A7 i Yol 30.704D = 4.70)0]
ATk A BIE= oA 529, GA 4822 U
et RS 7%s AR, 12%= F
Q] ZH|A, 14%= A 2 e 7%= U
A 2 ojstdAol et SHEEHATh

A AAANA AFAT 7IE A& Ay
2] & A& H(scenario experiment)S -85}
ZAE At AT WSS AFAT V&
& AL 240 = 523 A AA FFA

¢

=N

lo

o
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Jois - 9 / e UM 2USAs 71z HE0| 24

3k AU QE Ackgor 54202002 ATl A
Apgsted WMYste] ARgsiion, TAE”
Augles o 2ok =2 JA3AT e
g oM E e 2 AZS AN
AT

[Ie4% 7€ A& A& Aug L]
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Table 1. Descriptive statistics and bivariate correlations (Study 1)

M SD 1 2 3
1. Perceived innovativeness 4.20 1.24
2. Perceived procedural justice 4.38 1.01 48" -
3. Organizational attractiveness 4.22 1.24 41 34" -
Note. N = 100. “p < 01, ™ p < .001.
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Table 2. Mediating effects of perceived innovativeness and procedural justice between the
applications of Al in the recruitment process and organizational attractiveness (Study 1)

Step Direct effect B B SE t
Al applications in the et
1 —  Organizational attractiveness -0.03 -.03 0.25 -0.13
recruitment process
Al applications in the .
— Perceived innovativeness 1.26 1.02 0.22 5.87
recruitment process
2
Al applications in the ) -
—  Perceived procedural justice 0.44 44 0.20 2.25
recruitment process
Al applications in the o ) " o
) —  Organizational attractiveness  -0.72 -58 0.25 -2.84
recruitment process
3 Aok
Perceived innovativeness —  Organizational attractiveness 0.47 47 0.11 4.13
Perceived procedural justice'  —  Organizational attractiveness 0.22 .18 0.12 1.76™
Note. Al = artificial intelligence. Al applications in the recruitment process: 0 = low, 1= high.

Tp <05, Tp<o01, 7 p < 00L
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Table 3. Descriptive statistics and bivariate correlations (Study 2)
M SD 1 2 3
1. Perceived innovativeness 5.21 0.99 -
2. Perceived procedural justice 5.02 1.09 507 -
3. Personal innovativeness 4.47 131 20" 197 -
4. Organizational attractiveness 4.81 1.16 547 56™ 34™

Nore. N = 331. ™ p < 001
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Table 4. Mediating effects of perceived innovativeness and procedural justice between the
applications of Al in the recruitment process and organizational attractiveness (Study 2)

Step Direct effect B B SE t
1 Al apl?lications in the —  Organizational attractiveness 0.11 .10 0.13 0.89
recruitment process
e Ff ficacions n the —  Perceived innovativeness 0.22 22 0.11 2.03°
5 recruitment process
Al ap Ifh'cmons in the —  Perceived procedural justice  0.09 08 0.12 0.75
recruitment process
e Ff ficacions n the —  Organizational attractiveness ~ -0.01°  -.01 010  -0.11
recruitment process
) Perceived innovativeness ~ —  Organizational attractiveness  0.39 34 0.06 673"
Perceived procedural justice ~ —  Organizational attractiveness  0.41 39 0.05 7717
Note. Al = artificial intelligence. Al applications in the recruitment process: 0 = low, 1 = high. ~p < .05, ™ p
< .001.
0% OF w7/ 2 HaRT oA ¥ AoE e
ARCRE FofA AFstaa FEXEYY
A4S AAsT ol& flal 10000748 F JHel EAIMel A &}
E2Eq FES AT AHE HAAA
AT 7le A& 24 wgre BA AR A 2 aRE HAFs] A,
A AN e I ER FodS A5 A9 A0 43 24 met bEA =9
A, AT ds 2FEHA ool IHHE HE ~HFE Tl Gt 1 A A&
7t Frolgh AR WS HTKB = .08, Boot  HAA AFAT V& AL FEo] #e A
SE = 0.04, 95% CI = 0.001 ~ 0.152). AZFA M = 442, SD = 12608 & DM =
5 7l AE89 23 wgdxe #AA A Hx 451 SD = 1361 A FAlA Fo7t A
3784 49 HEH} F8e FUT ol7b YERA T, /329) = -058, p =
I AFFhe| & Edete] A3 47} .566.
et ¥ ASE UEITHB = .03, Boot A& A JAFAT 7eo A&
SE = 0.04, 95% CI = -0.051 ~ 0.119). wetx =2 wjgd =9 fAA A 7HQ A =
AE BAANA AEAT 7IE A3 24 v HEHRE AF87] Asl Akend} Weste(1991)
Hxo HAA A A9 wi &3 o $ A A Pﬂifi% AA A, &4
BAASE & AR Usht, 7Hd 27t AHE Table 5 AT dFEFHA
AA A HidHol] AF HAE 22 AAIS A (multicollinearity)®] FIFES HAg 87| 3] =
2 F8A A28 wiA) Ede BAFCE f 0 A WA iR i8S HE FAseH &
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Table 5. Moderating effects of personal innovativeness between the applications of Al in
the recruitment process and organizational attractiveness (Study 2)

Step Variables B B SE t AR
Gender -0.00 -02 0.01 034" .
1 . 02
Age -0.34 -14 0.14 -2.48
AT applications in the recruitment process 0.09 .04 0.12 0.74 I
’ PI 029 33 0.05 63"
; Al applications in the recruitment process 0.2 18 0.09 5 4™ o
x PI
Note. Al = artificial intelligence; PI = personal innovativeness. Al applications in the recruitment process: 0 = low,
1 = high. “p < .05, " p < .01, " p < .00L
Aol EQIEHT 13 AdAE B4 WA 7] 98] T 71€7] ZS(simple slope analyses)
AEI yolg, 2@l E e AAdA S AL Figure 100 AAIE niel Zol,
He JAEAS e A8 e 0, =2 0 I A4 @S wj-1sD) 2§ A
TAE 71 AL 20& 12 A9 SHH A3AT 7IE A8 24 wjgr] e
A it FAR A S TR FAoE Fostlae = -1.99, p < .05 Y
o 3EAIAE A A AFAT 71 HAAOl w2 Wu+isDE A& AANA
= A8 M g FEAsde FY dEAT JIe A8 =4 wEEe #AvL
SFT BHoR ot Ao Yttt = 252, p
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Figure 1. The interaction effect of the applications of artificial intelligence(Al) in the

recruitment process and personal innovativeness(Pl) on organizational attractiveness
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The impact of artificial intelligence in the
recruiting process on organizational attractiveness:

When and why Al recruiting leads organizational attractiveness

Yeseul Jung Jiyoung Park
Department of Counseling Psychology Department of Psychology
Hannam University Duksung Women’s University

Organizations are increasingly integrating artificial intelligence (AI) technology into their recruitment
process. However, there is still a lack of understanding regarding how AI technology affects job
applicants. Based on signal theory, we expected that the incorporation of AI technology in the
recruitment process would convey a specific signal to job applicants, which would affect their
organizational attractiveness. Specifically, we expect that the application of Al technology would influence
the attractiveness of the organization based on the perceived innovativeness and procedural fairness of the
organization. Additionally, we hypothesized that job applicant’s personal innovativeness would facilitate the
effect of Al technology on organizational attractiveness. The results using two scenario studies showed
that as the level of AI technology increased in the recruitment process, the perceived innovativeness of
the organization increased, leading to an increase in organizational attractiveness. On the other hand,
perceived procedural justice did not mediate the relationship between the Al technology application in the
recruitment process and organizational attractiveness. When individuals had a high level of personal
innovativeness, the impact of Al technology on organizational attractiveness was positive, but the effect
was negative among those with low personal innovativeness. Our results suggest that the impact of Al
applications depends on how job applicants interpret and perceive the incorporation of Al technology
rather than Al technology application itself. Based on these results, we discussed implications, limitations,

and recommendations for future research.

Key words : Artificial Intelligence, recruiting, perceived innovativeness, procedural justice perception, organizational

attractiveness, personal innovativeness
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