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B3A€MHICTh € MOB’S3aHAMH, A HE JIIIE 3 TOYKK 30pY «KAIPOBOIO rojioay». Takum
YMHOM, €(DEKTHBHE YTPUMAHHSI MEPCOHATY MOXIIMBE JIMIIC 34 YMOBH CHCTEMHOTO
MIIX0My, KW TOE€IHYE E€KOHOMIYHI, OpraHi3ailiifHl Ta COIIaJbHO-MICHUXOJIOTTYHI
THCTPYMEHTH YIIPABJIIHHS.

Omxe, HR-cTpareris yrpumanHs nepcoHairy Mae OyTH MPOLIECOM MOBHOLIHHUM,
OpPIEHTOBAHMM HA TPUBAILY 110, BMILIYBAaTh B ce0¢ €(PEKTUBHY MOTHBALIIO, PO3BUTOK
NpaliBHUKA, BPAaxXOBYBaTH TICHXOJIOTIYHMI KJIIMAT, ananTyBaTH KOPHMOPATUBHY
KyJBTYPY I HUHIIIHI peanii, THy4Kl PIlICHHS! KEPIBHUKIB, IKI CTBOPATH MIAXOIU JI0
HOBUX OCHOB CTaOUIBHOCTI KaApPOBOIO CKJIaay, 3HWKCHHS MJIMHHOCTI MEPCOHATY Ta
N1ABUIICHHS KOHKYPEHTOCIPOMOKHOCTI KOMITAHIi, aJpke caMe MPH LHUX 0OCTaBMHAX
IPALiBHUKU € OJHUM 13 KIIFOUOBUX PeCcypciB s OI3HECY, 1 caMe TOMY YTPUMATH iX
Mae OyTH TOJIOBHOK METOH) YIPABJIIHHS MEPCOHATIOM.
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THE MANAGERIAL DIMENSION
OF EMPLOYEES’ OVER-RELIANCE ON Al

The growing use of artificial intelligence (Al) is changing how employees make
decisions. Part of cognitive effort 1s delegated to algorithmic systems. On the one hand,
this can improve efficiency; on the other hand, it creates new risks. In particular,
employees begin to rely excessively on Al outputs. Studies show that users tend to
follow Al recommendations even when they contradict their own judgment. This
phenomenon is referred to as automation bias (Baines et al., 2024). Therefore, Al acts
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not only as a technological tool but also as a factor shaping employee behavior. This
study examines the managerial dimension of this problem.

At the individual level, over-reliance on Al affects employees’ thinking and
decision-making behavior. They reduce critical evaluation of information and
increasingly trust Al-generated outputs, even when they are incorrect. This leads to
decision errors. It also reduces the ability to independently analyze problems and
consider alternatives. As a result, critical thinking gradually weakens. In addition, Al
often increases confidence in decisions without necessarily improving their accuracy
(Keding & Meissner, 2021). Consequently, decision quality declines and employee
competencies deteriorate.

At the organizational level, this issue becomes more systemic. When many
employees rely on Al without sufficient verification, errors begin to scale across the
organization. This increases vulnerability to mistakes embedded in data or algorithms.
Al outputs are often perceived as objective and are therefore rarely questioned. This
creates the risk of large-scale errors, especially in complex environments. At the same
time, employees gradually lose skills, which reduces organizational adaptability
(Herath Pathirannehelage et al., 2024).

Over-reliance on Al also changes the nature of decision-making. Previously,
decisions were based on experience and analysis. Now employees more often rely on
ready-made recommendations. They may obtain correct outcomes without
understanding why those outcomes are correct. This creates dependence not only on
the tool but also at the level of thinking.

An additional consequence of over-reliance on Al 1s the gradual weakening of
cognitive abilities. When employees regularly delegate thinking tasks to Al, they
practice less independent analysis. Over time, this leads to reduced ability to structure
problems, identify causal relationships, and generate original ideas. In such conditions,
thinking becomes reactive rather than proactive. This effect is particularly visible in
the decline of creativity. Instead of generating new solutions, employees tend to adapt
or slightly modify Al-generated outputs. As a result, decision-making becomes more
standardized, and the diversity of ideas decreases. While this may increase short-term
efficiency, i1t limits the organization’s capacity for innovation in the long run.

Another important aspect is the formation of behavioral dependence on Al
Employees may begin to rely on Al not only for complex tasks but also for routine
decisions that they could easily handle themselves. This creates a pattern where Al
becomes the default source of answers. In such cases, employees may feel less
confident making decisions without Al support, even when it is not necessary.

This directly affects the issue of responsibility. Although decisions are shaped
with the involvement of Al, responsibility remains with the human. As a result,
employees may reduce the level of control over their decisions, which negatively
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affects management quality. Changes also occur in organizational learning. Previously,
experience was formed through analysis and errors; now part of this process is
delegated to Al, which reduces the intensity of self-learning and development.

It 1s also important to note that over-reliance on Al changes the role of the
employee within the organization. Instead of active analysis, the employee increasingly
performs the function of verifying or interpreting ready-made outputs. This reduces the
depth of understanding and makes it more difficult to deal with non-standard situations.
Under such conditions, there is a risk that the organization will remain efficient in
routine situations but become less flexible in times of change. This is particularly
critical for management, where the ability to act under uncertainty 1s essential.

In this context, management must reconsider the approach to Al use. It is
necessary to clearly define the boundaries of its application. Decisions supported by Al
should be subject to verification. It is also important to develop employees’ analytical
thinking and their ability to critically evaluate Al outputs.

To reduce over-reliance on Al, management should implement not general
principles but specific control mechanisms and restrictions.

First, it 1s advisable to introduce a mandatory alternative solution rule. Employees
should formulate their own decision or at least one alternative to the Al
recommendation. This reduces automatic acceptance and stimulates independent
thinking. Second, decision types should be differentiated based on the acceptable level
of Al use. For routine operations, a high degree of automation may be allowed, while
for non-routine or strategic decisions, Al use should be limited or accompanied by
mandatory expert review. Third, organizations should implement audit procedures for
Al-supported decisions. This includes periodic evaluation of decision quality and
identification of cases of blind reliance on algorithmic outputs. Fourth, the employee
evaluation system should be adjusted. Performance should be assessed not only by
outcomes but also by the decision-making process, including whether Al
recommendations were verified, alternatives were considered, and decisions were
properly justified.

Thus, managing Al over-reliance should not rely on abstract notions of balance
between humans and technology. Instead, it should be based on concrete organizational
rules and procedures that ensure employees maintain an active role in decision-making.
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3anopizek020 HAYIOHAILHO20 YHIGEPCUMemy

OPTAHIBALIS TPOIIECY JOBOPY, POTAIIII HEPCOHAJIY TA
KAP’€EPHUX MOKJINBOCTEl HA BAPOBHHUOMY IIJINPUEMCTBI B
YMOBAX IU®POBI3AIIII

Cy4vacHi BUPOOHHYI MiAMPUEMCTBA PYHKI[IOHYIOTh Y HAA3BUYARHO TUHAMIYHOMY
CEPEIOBHILI, 1€ CTPIMKHANA PO3BUTOK TEXHOJIOTIH 1 BOPOBALKEHHS IM(POBUX PILICHD
ICTOTHO 3MIHIOKOTh MIIXO0U 0 YIPaBiHHs epcoHaioM. [{udposizaiiis 103BOISIE HE
JIVILIIE aBTOMATU3yBaTH PYTUHHI MPOLIECH, a i M ABUIIUTH SIKICTh CTPATETTYHUX PIIIEHb
110,10 1000Py, poTallii Ta Kap €PHOT0 PO3BUTKY CHIBPOOITHHUKIB. B ymMoBax rnmodanbHOi
KOHKYPEHIIi 3a KBam(IKOBaHI KaapW, a TAKOXK IIBHIKMX TEXHOJIOTTYHUX 3MiH,
N1ANPUEMCTBA CTUKAIOTHCS 3 HU3KOK) BUKITMKIB. HECTaYa KOMIETEHTHHUX CIIEHIANICTIB,
BHCOKHWI P1BEHB IIIMHHOCTI MEPCOHAITY, HEOOXI1IHICTh INBUAKOT aAanTarli mpariBHUKIB
JI0 HOBMX TEXHOJOTTYHUX mpoueciB. Lli mpoGieMu poOisaTh HAA3BUYANHO aKTYaIbHUM
3actocyBaHHs LU(PpoBux HR-IHCTpyMEHTIB, TakuX SK TUIATGOPMH Ui OHJIAH-
PEKPYTHHTY, CUCTEMH YNPABJIHHS HABYAHHSM, aHATITHKA MPOJYKTUBHOCTI Ta 1HII
U(poBI PIIICHHS, 110 3a0€3MeUy0Th €PEKTUBHE YITPABIIHHS JIFOJACHKAM KaMiTaJIoM.

Opranizaiiis npoiiecy A000py, poTallli IEPCOHATY Ta Kap €PHUX MOKIIMBOCTEH y
U(PpPOBOMY CEPEIOBHUIIl - I€ CHCTEMHMHM MIAXIA A0 YOPaBIIHHS JHOACBKUMHU
pecypcaMu Ha MANPUEMCTBI, SKUI BKJIFOYAE: TNTAHYBAHHS 1 BIPOBAPKCHHS LIA(PPOBUX
texHonoriii 'y HR-mpouecn; aBToMarmsamiro Bin0OpYy, HaBYaHHS Ta PO3BUTKY
NPALliBHUKIB, AHAJITUYHE OLIHIOBAHHS €(PEKTHMBHOCTI KaJPOBHUX PILICHb, CTBOPCHHS
yMOB Jjisi nmpo(eciHHOro 3pOCTaHHS Ta ajaanTaiii NEPCOHAy J0 CYYaCHHUX
TEXHOJNOTTYHAX BUMOT. Lleil miaxia 3a0e3nedye KOMIIEKCHE YIPABIIHHS JIFOJACHKUM
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