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Human Resources Managers

Al augmenting talent acquisition, performance management, and administrative HR
processes.

EXPOSURE W NDOW ADOPTI ON TODAY READI NG
45 3 7 yr S H gh Theroleis being reshaped.
Elevated exposure until change lands Exposure is the share of today's work Al

can plausibly take on within the window.

§ 01 WHAT | S HAPPENI NG

What is happening to human resources managers

I mpact Al tools are automating candidate screening, onboarding, performance data analy-
sis, and employee query resolution. This shifts HR Managers' focus towards strate-
gic workforce planning, complex employee relations, ethical Al oversight, and
fostering human-centric workplace culture.

Risk Significant augmentation; emphasis on strategic HR, employee relations,
and ethical Al oversight.

The Human Resources Manager role will be heavily augmented by Al. Al will handle
much of the high-volume transactional HR tasks, initial screening, and performance
data analysis. HR Managers will need to become experts in leveraging Al tools,
critically evaluating Al outputs for fairness and bias, and focusing on complex
employee relations, strategic talent management, fostering organizational culture,
and nuanced ethical decision-making.

Sector readiness Rapid & Progressive Integration

The Human Resources sector is rapidly adopting Al and automation to enhance
efficiency, talent management, and employee experience. Many HRIS (Human
Resources Information Systems) and talent platforms are embedding Al, driving
integration and an evolution of HR roles towards more strategic and people-centric
functions.
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§ 02 POSI TI ON

Where you stand

Al provides powerful capabilitiesfor talent management, performance analytics, and employee
engagement, enabling HR to become more strategic and data-driven.

i Successwill increasingly depend on an HR Manager's ability to master Al tools, critically
evaluate Al outputs for fairness, champion ethical Al use, and focus on complex employee
relations and fostering a human-centric workplace culture.

iii  HR DataEntry Clerks/ Benefits Administrators (Routine tasks)

§ 03 ACTI ONS 15 POI NTS

What this means for you

Concrete changes to how the work gets done, in the order you are likely to meet them.

01 Al-Automated Candidate Sourcing & Screening. Human Resources Managers are increasingly lever-
aging Al platforms to automatically source candidates from diverse online talent pools and conduct initial
resume screening. This significantly reduces manual effort in recruitment, allowing a focus on engaging
qualified candidates.

02 Al-Powered Onboarding & Training Personalization. Human Resources Managers will utilize Al to
streamline onboarding processes, providing personalized training modules and resources to new hires
based on their role and learning style. This accelerates ramp-up time and improves employee readiness,
while HR oversees the process.

03  Predictive Analytics for Talent Retention & Attrition. Human Resources Managers are deploying Al
models that analyze employee data to identify individuals at higher risk of attrition or predict skill gaps.
This enables proactive intervention with targeted engagement strategies or personalized development
opportunities, improving talent retention.

04  Al-Assisted Performance Management & Feedback. Al tools are analyzing performance data, project
contributions, and peer feedback to provide objective insights into employee strengths and development
areas. HR Managers use these Al-generated insights to inform coaching discussions and personalize
performance improvement plans.

05  Automated Employee Query Resolution (Chatbots). Human Resources Managers are overseeing
Al-powered chatbots that handle a large volume of routine employee inquiries (e.g., benefits questions,
policy lookups, payroll FAQs). This frees up HR staff to focus on complex, nuanced employee relations
issues and strategic initiatives.

06 Generative Al for HR Content Creation. Al is assisting Human Resources Managers in drafting HR
policies, job descriptions, employee communications, and training materials. This streamlines content
creation, ensuring consistency and allowing HR to focus on the strategic content and legal compliance.
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Workforce Planning & Resource Optimization with Al. Human Resources Managers are leveraging Al to
analyze workforce demographics, skill inventories, and business projections to forecast future talent needs.
Al optimizes staffing levels, identifies internal mobility opportunities, and supports strategic workforce
planning decisions.

Ethical Al in HR & Bias Mitigation. A critical responsibility for Human Resources Managers is to ensure
Al tools used in HR (e.g., hiring, performance reviews) are free from algorithmic bias and comply with

fair employment practices. This involves active validation, auditing Al outputs, and promoting diversity and
inclusion.

Al-Driven Employee Sentiment & Engagement Analysis. Human Resources Managers are employing
Al tools to analyze employee feedback from surveys, internal communications, and other sources to gauge
sentiment, identify engagement drivers, and predict potential issues. This provides data-driven insights for
improving workplace culture.

Talent Acquisition Strategy & Employer Branding. As Al automates many recruitment tasks, Human
Resources Managers will intensify their focus on developing strategic talent acquisition plans and enhancing
the employer brand. This includes advising on sourcing strategies and creating compelling narratives to
attract top talent.

Cross-Functional Collaboration with Data & IT. Human Resources Managers will increasingly collabo-
rate with data scientists, Al engineers, and IT specialists to implement and refine Al-powered HR solutions.
This requires a bridge between HR domain expertise and technical knowledge.

Al for Compensation & Benefits Optimization. Al tools are analyzing market compensation data, internal
equity, and employee performance to assist Human Resources Managers in designing competitive and fair
compensation and benefits packages. This ensures alignment with market trends and budget constraints.

Al-Enhanced Learning & Development. Human Resources Managers are utilizing Al to personalize
learning paths for employees, recommend relevant courses, and track skill development. Al can identify
learning gaps and suggest targeted training interventions, accelerating employee growth.

Continuous Learning & Digital Literacy. The rapid evolution of Al tools in HR requires Human Resources
Managers to continuously update their knowledge. This means actively engaging in professional develop-
ment related to Al, HR analytics, and adapting HR practices to leverage these advancements effectively.

Workplace Culture & Employee Experience Leadership. With Al handling more administrative and data
tasks, Human Resources Managers will dedicate more time to shaping organizational culture, fostering
employee well-being, resolving complex interpersonal conflicts, and designing holistic employee experi-
ences that are uniquely human.
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What is pushing this change

01 High Volume of Repetitive HR Tasks. HR operations involve numerous repetitive tasks like data entry,
resume screening, and basic query resolution, making them ripe for automation.

02  Advancements in AI/ML (NLP, Predictive Analytics). Breakthroughs in these Al fields enable sophisti-
cated analysis of HR data, personalized communication, and intelligent predictions.

03 Demand for Data-Driven HR Decisions. Organizations increasingly require HR to provide strategic
insights on workforce trends, talent gaps, and performance.

04  Growth of HRIS & Talent Management Platforms. These platforms provide the data infrastructure and
integration points for Al tools to enhance HR workflows.

05  Need for Increased HR Efficiency & Cost Reduction. Al automation of routine tasks and optimization of
HR processes can lead to significant operational cost savings.

06  Employee Expectations for Personalized Experiences. Employees expect tailored onboarding, person-
alized learning, and instant answers to HR questions, which Al can provide.

07 Shortage of Highly Skilled HR Professionals. Al augmentation is seen as a way to increase the capacity
and effectiveness of existing HR teams.

08  Regulatory & Compliance Demands. Al helps monitor compliance with labor laws, diversity regulations,
and internal policies, reducing legal risks.

09  Globalization of Workforce Management. Managing diverse, global workforces efficiently requires Al for
data analysis, cultural insights, and policy enforcement.

10  Focus on Employee Experience (EX). Companies are focusing on improving employee satisfaction and
engagement, where Al can play a supportive role in personalization.

§ 05 VARI ATl ON 5 SECTORS

|mpact by sector

The headline figure is an average. Where you work changes the picture.

Talent Acquisition Man- Al for candidate sourcing, screening, and initial engagement. Focus on strategic

agers talent acquisition and employer branding.
HR Business Partners Al for performance data analysis, employee sentiment, and compliance monitoring.
(HRBPs) Focus on complex employee relations and strategic advisory to business units.
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Compensation & Bene- Al for market compensation analysis, internal equity assessments, and benefits
fits Specialists plan optimization. Focus on strategic design and fairness.

HR OperationsManagers Heavy use of Al for automating HR workflows, managing HRIS data, and ensuring

compliance. Focus on process efficiency and technology integration.

Learning & Development Al for personalizing learning paths, recommending courses, and tracking skill
Managers development. Focus on strategic talent development and upskilling.

§

PREPARATI ON 8 SKILLS

Skillsto build

The skills that keep the human part of this work valuable as the routine part is automated.

01

02

03

04

05

06

07

08

Employee Relations & Conflict Resolution. Ability to manage complex employee disputes, mediate
conflicts, and foster a positive and fair work environment.

Al/Digital HR Literacy. Proficiency in using Al-powered HR systems, understanding their capabilities, and
leveraging them for strategic HR outcomes.

Strategic Workforce Planning. Forecasting future talent needs, identifying skill gaps, and developing
strategies to attract, develop, and retain critical talent.

Ethical Al & Bias Mitigation. Understanding potential biases in Al algorithms, designing fair HR processes,
and promoting diversity and inclusion in Al-driven decisions.

Data Analysis & HR Metrics Interpretation. Ability to interpret large volumes of HR data, Al-generated
insights (e.g., attrition predictions, performance trends), and translate them into actionable strategies.

Communication & Interpersonal Skills. Effectively communicating HR policies, sensitive information, and
strategic initiatives to employees, management, and leadership.

Change Management & Adaptability. Leading HR teams and organizations through the adoption of new
HR technologies and adapting to evolving workforce dynamics.

Organizational Culture & Employee Experience Leadership. Ability to shape and foster a positive
organizational culture, enhance employee well-being, and design compelling employee experiences.
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§ 07 I NSTRUMENTS 11 ENTRI ES

Toolsin use

KI'NDS OF TOOL WORTH KNOW NG

01 Al-Powered ATS & Recruitment Platforms. Platforms that use Al for automated candidate sourcing,
screening, matching, and initial engagement.

02 HRIS (Human Resources Information Systems) with Al. Integrated software systems for managing all
aspects of HR, increasingly embedding Al for automation and insights.

03 Al for Performance Management & Feedback. Software that leverages Al to analyze performance data,
provide insights into employee strengths/weaknesses, and assist with feedback.

04  Generative Al for HR Content Creation. Large Language Models (LLMs) used to draft HR policies, job
descriptions, employee communications, and training materials.

05  Al-Powered Employee Engagement Platforms. Platforms that use Al to analyze employee sentiment
from surveys/feedback, identify engagement drivers, and predict issues.

o6 Al for Workforce Analytics & Planning. Software that uses Al/ML to analyze workforce data for talent
forecasting, skill gap analysis, and resource optimization.

NAMED TOOLS ALREADY | N USE

Workday Recruiting (with Al) / SAP SuccessFactors (Al features) vEsET
Leading HRIS platforms that embed Al capabilities across talent acquisition, core HR, and talent management.

Workday HCM / SAP SuccessFactors / Oracle Cloud HCM VESET
Major HR technology providers whose platforms are integrating Al for various HR functions.

Glint (acquired by LinkedIn) / Culture Amp (with Al) VESIT
Platforms for continuous employee listening and sentiment analysis, increasingly using Al to derive insights.

ChatGPT / Jasper / Copy.ai (for HR content) ViSET
Generative Al models that can assist HR managers in drafting various HR-related documents and communica-
tions.

Visier / Orgvue (Workforce Analytics with Al) vESET

Workforce planning and analytics platforms that leverage Al to provide insights into talent trends and organiza-
tional structure.
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§ 08 EXAMPLES

In practice

4 EXAMPLES

Ways people in this role are already using Al, and what they get from it.

Personalize Onboarding
Journeys

EXAMPLE 1

Predict Employee Attri-
tion Risk

EXAMPLE 2

Automate Routine Em-
ployee Questions

EXAMPLE 3

Generate Draft Job De-
scriptions
EXAMPLE 4

HOW

HOW

HOW

HOW

GAI' N

Utilize an Al-driven onboarding platform that provides personalized
training modules, checklists, and resources to new hires based on their
role, department, and learning style, accelerating their ramp-up time.

Improves new hire productivity, enhances engagement, and ensures
a more consistent and personalized onboarding experience.

Deploy an Al/ML model that analyzes various employee data points
(e.g., engagement survey results, tenure, performance ratings, com-
pensation data) to predict which employees are at high risk of leaving
the organization.

Enables proactive intervention for at-risk employees, supports target-
ed retention strategies, and helps reduce costly employee turnover.

Implement an Al-powered HR chatbot on the company's intranet or
messaging platform. The chatbot handles common employee inquiries
about benefits, policies, and payroll, freeing HR staff for more complex
issues.

Reduces administrative burden on HR staff, provides instant answers
to employees, and improves overall employee satisfaction with HR
services.

Use generative Al to draft initial versions of job descriptions based on
key responsibilities, required qualifications, and desired skills. The HR
Manager then refines these drafts to ensure accuracy and alignment
with company culture.

Saves significant time on initial drafting, ensures consistency in job
postings, and allows HR Managers to focus on strategic talent mar-
keting.

§ 09 CONTEXT

How this role compares

Three neighbouring roles chosen to show the direction of travel.
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Very High (AI/RPA can
automate data input into
HRIS, process routine
benefits enrollments, and
answer basic queries.)
MORE EXPOSED

Foundational (They de-
sign and build the Al
algorithms and systems
that HR Managers will
utilize.)

DI FFERENT SKI LLS, GROW NG

Low-Moderate Augmen-
tation (Al might provide
datafor ER, but core
value isin human ne-
gotiation, mediation, and
nuanced conflict resolu-
tion.)

COMPLEMENTARY, LESS EXPOSED

HUMAN RESOURCES MANAGERS

CAREERGUARD. Al

Al 1wPACT  Role contraction or redefinition towards overseeing Al systems, han-

dling complex benefits exceptions, or specializing in HR data quality.

work Moves TOHR Data Scientists / Al HR Tech Developers

Al 1wPACT - Deep expertise in Al/ML algorithms, data science, software engineer-

ing, and specific HR domain knowledge and data.

worK MovEs TOEmployee Relations Specialists / Labor Relations Managers

Al 1weacT  Deep interpersonal skills, legal knowledge in labor law, conflict reso-

lution, and the ability to build trust in sensitive situations.

WORK MOVES TOAutomate Candidate Screening

§ 10 VERDI CT

Closing judgement

Report No. 205 -

revi sed 4 Cctober 2026 -

For Human Resources Managers, Al is a powerful force of augmentation,
transforming HR from an administrative function to astrategic, data-driven
partner. By automating the mundane and amplifying insights, Al freesHR
Managers to focus on complex employee relations, fostering a thriving
culture, and leading strategic workforce planning. Mastering Al tools and
championing ethical Al will be crucial for the future of HR.
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§ 11 BASI S REVI SED 4 OCTOBER 2026

Evidence and revisons

What the exposure figure rests on, what changed when it was last revised, and the published
work cited for this role.

SCORE The 4 October 2026 review moved the score down by 5 points.

50 to 45 Microsoft's Al applicability score for the matching occupation is 0.14, in the lower
W NDOW half of 785 US occupations; Anthropic's observed-exposure data records almost no
3-7 years (unchanged) Claude usage on this occupation's tasks; the US Bureau of Labor Statistics places it

in the 'high' Al-exposure tier; BLS projects employment to grow 5.5% over 2025-35.
Blending our 2025 editorial figure (60%) with the 2026 evidence composite (40%)
moves the score from 50 to 45.

MEASURES BEHI ND THE SCORE

US Bureau of Labor Statistics - Employment Projections 2025-35 and Al Exposure Categories (27 August 2026)

Al-exposure tier: High. Projected employment change 2025-35: +5.5%. Matched to Human resources managers.

PUBLI SHER PDF  ARCHI VED COPY

Microsoft Research - Working with Al: Measuring the Applicability of Generative Al to Occupations (10 July 2025)
Al applicability score 0.14 (percentile 47 of 785 occupations) for SOC 11-3121.

PUBLI SHER PDF  ARCHI VED COPY

Anthropic - Anthropic Economic Index report: Cadences (26 June 2026)

Observed exposure 0.00 for SOC 11-3121 (no meaningful Claude usage recorded on these tasks).

PUBLI SHER PDF

UK Department for Science, Innovation and Technology - Assessment of Al capabilities and the impact on the UK
labour market (28 January 2026)

UK context: around 70% of UK workers are in occupations with tasks Al could perform or enhance, above the US
average; a one-standard-deviation rise in exposure was associated with a 3.9% fall in UK job postings.

PUBLI SHER ARCHI VED COPY

ALSO CI TED FOR THI' S ROLE

Microsoft - 2026 Work Trend Index Annual Report: Agents, human agency and the opportunity for every organization (5
May 2026)

Microsoft's 2026 Work Trend Index documents the shift toward managing agents alongside people; leadership
roles change in content more than in headcount.

PUBLI SHER  PDF

PwC - 2026 Global Al Jobs Barometer (May 2026)

PwC finds Al-exposed sectors recording 34% productivity growth since 2018 against 24% for the least exposed;
managerial roles capture the gains where they redesign work.

PUBLI SHER PDF
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Archived copies are served only where the licence permits; otherwise the link goes to the publisher. Full research library:
https://www.careerguard.ai/sources

§ 12 APPENDI X

M ethod and sources

Each report was written from a large body of published research and then, in October 2026, re-scored against
occupation-level evidence: the US Bureau of Labor Statistics Al-exposure classification and 2025-35 projections,
Microsoft Research’s Al applicability scores and Anthropic’s observed-exposure data, cross-checked against the
reports listed in the Evidence section above. The organisations and publications below are the standing literature
behind the narrative sections. Every source, with dates, licences and archived copies where we are permitted to
hold them, is catalogued in the research library.

Scores are revised by blending the previous editorial figure (60%) with a composite of the three occupation-level
measures (40%), capped at fifteen points per revision and rounded to the nearest five. The window shifts one
notch when a score moves ten points or more. Hand adjustments are recorded with their reason in the revision

log.

I GLOBAL AND MACROECONOM C | MPACT OF Al ON WORK

World Economic Forum

The Future of Jobs Report series— Employer survey of expected job growth and decline, skill shifts and technology adoption (2020,
2023 and 2025 editions); Artificial Intelligence and the Future of Entry-Level Work (2026).

Al governance and transformation reports — Frameworks on ethical Al, talent strategy and industry transformation.

McKinsey Global Institute

Al, Automation and the Future of Work series— Research quantifying automation potential by task, sector and demographic, from "Jobs
Lost, Jobs Gained" to "Agents, robots, and us" (2025).

Industry-specific reports — Financial services, healthcare, manufacturing and others.

PwC
Global Al Jobs Barometer — Annual analysis of job postings and productivity by Al exposure (2024-2026 editions).
Upskilling Hopes and Fears survey — Employee perceptions and readiness.

Microsoft Research and Anthropic
Working with Al (2025); Anthropic Economic Index (2025-2026) — Occupation-level usage data from Copilot and Claude conversations,
the two observed-usage measures behind the 2026 revision.

Stanford Digital Economy Lab and Stanford HAI
Canariesin the Coal Mine? (2025-2026); Al Index Report (annual) — Payroll evidence on early-career employment in exposed
occupations; annual measurement of Al capability, investment and adoption.

Deloitte
Human Capital Trends series — Workforce, talent and HR technology trends.
Tech Trends series — Emerging technologies and their business implications.

Accenture
Technology Vision series — Forward-looking analysis of emerging technology, with emphasis on Al.
Fjord Trends — Design, innovation and human experience in a digital world.

Boston Consulting Group
Al/ML insights and industry solutions — "The Al Revolution in the Workplace" and related research.
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EY
Al and workforce reports — Adoption, talent strategy and ethics.

IBM Institute for Business Value
Al and automation studies — Business models, workforce evolution and leadership.

OECD
Al Policy Observatory — International data and policy on Al, labour markets and skills.
Employment Outlook — Labour-market trends including technological impact (2023-2026 editions).

International Labour Organization
Generative Al and Jobs: A Refined Global Index of Occupational Exposure (2025) — Task-level exposure gradients for every ISCO
occupation; successor to the 2023 global index.

International Monetary Fund
Saff Discussion Notes on Al and work (2024, 2026) — Complementarity framing: where Al augments and where it substitutes.

UK Department for Science, Innovation and Technology
Assessment of Al capabilities and the impact on the UK labour market (2026) — UK occupational exposure and job-posting evidence.

Brookings Institution
Al and automation research — Economic and social implications, displacement and skills.

Yale Budget Lab and Goldman Sachs Research
Tracking the Impact of Al on the Labor Market; Al and the USIabour market (2026) — Aggregate labour-market monitoring; macro
displacement estimates.

Oxford University (Oxford Martin School)
The Future of Employment — Frey & Osborne and subsequent research on susceptibility to automation.

MIT Technology Review
Al & Work — Reporting on Al research and its implications for industries and jobs.

Gartner
Hype Cycle for Artificial Intelligence — Maturity and adoption of Al technologies.
Future of Work reports — Workplace models and talent strategy.

U.S. Bureau of Labor Statistics
Employment Projections 2025-35; Al Exposure Categories; Occupational Outlook Handbook — Ten-year employment projections and, from
the 2025 cycle, an Al-exposure tier for every detailed occupation.

Indeed Hiring Lab
Al at Work Report (2025) and posting-market updates — Skill-level transformation estimates and job-posting trends by occupation.

11 CORE Al AND MACHI NE- LEARNI NG RESEARCH

OpenAl
Research papers, blog and API documentation — Large language models, generative Al, safety and societal impact.

Google DeepMind
Research papers and blog — Reinforcement learning, Al for science, AGI and ethics.

Meta Al
Research papers and blog — Large language models, computer vision, Al for social good.

Hugging Face
Transformers library and model hub — Open-source state-of-the-art NLP models.

TensorFlow and PyTorch
Documentation and community forums — Core frameworks illustrating practical capability.
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arXiv
csAl, cs.LG, ¢s.CV, cs.CL — Pre-print research.

NeurlPS and ICML
Conference proceedings — Top-tier academic research.

ACM and |IEEE
Journals and proceedings — ACM Computing Surveys; IEEE Transactions on Al.

Kaggle
Datasets and competition solutions — Applied machine learning on real-world problems.

The Alan Turing Institute
Research and reports — Responsible and applied Al.

CAREERGUARD. Al

I ETHI CAL AND RESPONSI BLE Al DEPLOYMENT

NIST
Al Risk Management Framework — Voluntary framework for managing Al risk.

European Commission
Al Act — Risk-tiered legal framework for Al.
Ethics Guidelines for Trustworthy Al — Principles for responsible development.

Partnership on Al
Research and best practice — Responsible Al development.

Al Now Institute
Annual reports — Social implications: power, inequality, rights.

ACM FAccT
Proceedings — Fairness, accountability and transparency.

Data & Society
Publications — Social implications of data-centric technology.

WIPO
Conversation on IP and Al — Intellectual-property implications of Al.

IEEE Global Initiative on Ethics of A/IS
Ethically Aligned Design — Recommendations for ethical Al design.

Center for Al and Digital Policy
Policy briefs — Accountable Al policy.
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