Al | MPACT REPORT -

HUMAN RESOURCES SPECI ALI STS CAREERGUARD. Al

Al | MPACT REPORT

NO. 387 - REVISED 5 OCTOBER 2026 - 250 ROLES COVERED

Human Resources Specialists

Al is screening candidates, answering employee queries, drafting policies and job
descriptions and analysing pay data, while judgement on people stays human.

EXPOSURE

55

Elevated exposure

W NDOW ADOPTI ON TODAY READI NG
2 6 yr S H gh Theroleis being reshaped.
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 specialists

Impact

Risk

HR specialists now have Al across the systems they work in: Workday, SAP
SuccessFactors and Greenhouse screen and rank applicants, schedule interviews
and draft job descriptions; chatbots answer routine policy and benefits questions;
and Copilot drafts letters, policies and meeting notes. Compensation and benefits
specialists use Al to benchmark pay, model budget scenarios and flag equity issues.
The day shifts from processing applications and answering the same questions to
handling exceptions, advising managers, running investigations and overseeing the
fairness of the tools themselves.

Elevated transformation: transactional HR automates, while employee
relations, judgement and fairness oversight stay human.

HR specialists are in the official very high exposure tier, but task-level applicability
is moderate and observed usage is middling, which places the score in the el-
evated band with a 2-6 year window. Candidate screening, interview scheduling,
onboarding paperwork, policy queries, document drafting and pay benchmarking
are automating now, and generalist and shared-services roles built on those tasks
will shrink. Employee relations, investigations, performance and disciplinary cases,
redundancy consultations and advising managers on difficult decisions remain
human because they involve trust, legal risk and emotion. A new responsibility is
emerging: ensuring the Al used in hiring and pay is fair, explainable and compliant
with employment and equality law. The role moves from administration to advisory
and oversight.
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Sector readiness Deep Integration via HR Platforms

The main HR platforms have embedded Al into recruiting, employee service and
analytics, and large employers have deployed candidate screening and HR chat-
bots widely. Regulatory scrutiny of Al in hiring, including local rules on automated
employment decisions, has made some organisations cautious about fully auto-
mated screening. Adoption is rated high, with the most advanced use in large
corporate shared-services functions.

§ 02 POSI TI ON

Where you stand

Position yourself asthe specialist who advises managersthrough difficult people decisions, the
part of HR that automation does not reach.

i Build expertise in responsible Al in hiring and pay, becoming the person who audits and
governs the tools the organisation uses.

iii  Combine HR platform fluency with people analytics so you can turn system data into advice
leaders act on.

§ 03 ACTI ONS 6 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 Master your platform's Al. Workday, SuccessFactors and Greenhouse features are where the automation
lives. Being the expert user in your team makes you harder to replace and more useful.

02  Move toward employee relations. Investigations, grievances, performance cases and consultations are
growing in relative importance. Seek this casework and the training that supports it.

03  Learn the law around Al in employment. Equality, data-protection and automated-decision rules apply
to screening and pay tools. Knowing them makes you the natural governance owner.

04  Audit the screening outputs. Check who the ranking tools shortlist and reject. Bias in training data is a
legal and reputational risk your organisation needs someone to watch.

05  Use drafting tools, keep the judgement. Let Copilot draft the policy or letter, then make sure the tone,
legal position and fairness are right. The signature is yours.

06  Get comfortable with data. Pay-equity analysis, attrition modelling and workforce planning are where HR
influence is growing; basic analytics skills open that door.
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What is pushing this change

01 HR platform Al. Workday, SAP SuccessFactors, Oracle HCM and applicant-tracking systems embed
screening, scheduling, drafting and analytics features.

02  Employee self-service chatbots. Conversational assistants answer policy, leave and benefits queries that
once filled specialist inboxes.

03  Candidate screening and matching. Tools such as Eightfold and Paradox rank applicants, run first-stage
conversations and schedule interviews automatically.

04  Generative drafting. Job descriptions, offer letters, policies and communications are drafted by Copilot
and ChatGPT in minutes.

05  Pay and workforce analytics. Al benchmarks compensation, flags pay-equity gaps and models workforce
scenarios that previously required consultants.

06  Regulatory pressure. Rules on automated employment decisions and pay transparency create new
oversight work and shape how tools are deployed.

§ 05 VARI ATI ON 4 SECTORS

|mpact by sector

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

Large corporate shared Centralised HR operations are the most exposed; chatbots and automated screen-
services ing replace high volumes of transactional work.

Recruitment-heavy sec- High-volume hiring is being automated end to end with conversational screening
tors such asretail, hospi-  and scheduling, shrinking recruiter and coordinator headcount.
tality and logistics

Public sector and Procurement rules, collective agreements and fairness requirements slow automa-
unionised workplaces tion and keep casework human.

Small and mid-sized em-  Generalists use off-the-shelf tools for drafting and queries but still handle everything
ployers else personally; change is slower and less disruptive.

Report No. 387 - revised 5 Cctober 2026 - https://ww. careerguard. ai/reports/human-resources-speci alists 3/ 10



Al | MPACT REPORT - HUMAN RESOURCES SPECI ALI STS CAREERGUARD. Al

§ 06 PREPARATI ON 6 SKILLS

Skillsto build

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

o1 Employee relations and investigation. Handling grievances, disciplinary cases and consultations is the
least exposed core skill; pursue casework and accredited training.

02  Employment law and Al governance. Understanding equality, data-protection and automated-decision
rules positions you to govern the tools your employer uses.

03 HRsystems proficiency. Deep knowledge of Workday, SuccessFactors or your applicant-tracking system,
including Al features, is now a baseline for specialist roles.

04  People analytics. Interpreting attrition, pay and engagement data, and knowing its limits, turns HR into an
advisory function.

05  Manager coaching and advisory. Guiding line managers through decisions requires credibility and
judgement that build with experience and feedback.

06  Change management and communication. Leading teams through restructures and new ways of working
remains distinctly human and increasingly in demand.

§ 07 I NSTRUMENTS 6 ENTRI ES

Toolsin use

KI' NDS OF TOOL WORTH KNOW NG

01 Paradox. Conversational recruiting assistant that screens and schedules candidates for high-volume hiring.

02 HR service-desk Al agents. Chatbots embedded in ServiceNow, Workday and similar platforms that
answer employee queries and route cases.

NAMED TOOLS ALREADY | N USE

Workday VISIT
HCM platform with Al for candidate matching, skills inference, document drafting and workforce analytics.

Greenhouse VISIT
Applicant-tracking system with Al-assisted job descriptions, candidate summaries and interview scheduling.

Eightfold vistT
Talent-intelligence platform that matches candidates and employees to roles using skills data.

Microsoft 365 Copilot VISIT
Drafts policies, letters and communications and summarises meetings and email.
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§ 08 EXAMPLES 3 EXAMPLES

In practice

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

Conversational candidate  How A retailer uses a chatbot to ask screening questions, check availability
screening and book interviews for hourly roles before a recruiter is involved.
FHANPLE L GAIN Time to hire falls and recruiters focus on interviews and offers.
Policy query chatbot HOW An HR shared-services team deploys an assistant that answers leave,
EXAVPLE 2 benefits and policy questions from the handbook and escalates ex-
ceptions.
GAIN The specialist queue shrinks to the cases that genuinely need judge-
ment.
Pay-equity analysis HOW A compensation specialist uses platform analytics to identify unex-
EXAMPLE 3 plained pay gaps across roles and model remediation costs.
GAIN Equity issues are found and addressed before they become legal or

reputational problems.

§ 09 CONTEXT

How this role compares

Three neighbouring roles chosen to show the direction of travel.

Recruitment Consultants A I WAcT  Sourcing, screening and scheduling are the most automatable parts
MORE EXPOSED of HR, and they are the core of agency recruitment.

WorRk Moves ToCandidate sourcing, screening and client placement.

Training and Develop- Al 1veacT - Reskilling demand grows as Al changes jobs, with Al tools supporting

ment Speciaists rather than replacing programme design.

DI FFERENT SKI LLS, GROW NG . . e
WoRK MoVEs TolLearning design, upskilling programmes and change support.

Human Resources Man- Al I WPACT  Strategy, leadership and accountability for people decisions are far

agers less exposed than specialist processing.

COMPLEMENTARY, LESS EXPOSED . . . ..
work Moves ToWorkforce strategy, leadership and organisational decisions.
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Closing judgement

If you are an HR speciadlist, the transactional half of the job is being
absorbed by the systemsyou already use, and the queue of policy questions
and CVswill largely disappear from your desk. What is|eft is harder

and more valuable: employee relations, advising managers, investigations
and making sure the algorithms your organisation uses treat people fairly.
Learn your platform's Al features, learn the law around them, and move
toward the work that needs a person in the room.

§ 11 BASI S REVI SED 5 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 5 October 2026 review held the score.

55 Exposure Index v2. Inputs: task applicability 37/100 (Microsoft Al applicability score
W NDOW 0.18 for Human resources specialists; Compensation, benefits, and job analysis
2-6 years (unchanged) specialists); observed usage 31/100 (Anthropic observed exposure 0.23); official

exposure tier 100/100 (BLS: very high); labour-market trajectory not yet mapped
for this occupation, so its weight was spread across the other inputs; published
adoption rating 70/100 (high adoption). Weighted base 55.1. Final score 55. New
report: the window of 2-6 years is set from the score band.

HOW THE FI GURE | S BUILT ( EXPOSURE | NDEX V2)

Task applicability — Microsoft Research, Al applicability score 37 x 39%  14.3
Observed usage — Anthropic Economic Index, observed exposure 31 x 22% 6.9
Official exposure tier — US BLS Al-exposure category 100 x 22%  22.2
Labour-market trajectory — US BLS projected employment change 2025-35 not neasured —
Published adoption rating — This report’'s adoption level 70 x 17%  11.7
Weighted base 55.1
Exposure score 55

MEASURES BEHI ND THE SCORE
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US Bureau of Labor Statistics - Employment Projections 2025-35 and Al Exposure Categories (27 August 2026)

Al-exposure tier: Very high. Projected employment change not yet mapped for this occupation. Matched to Human
resources specialists; Compensation, benefits, and job analysis specialists.

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 0.18 for SOC 13-1071, 13-1141; scaled to 37/100 as the task-applicability input.

PUBLI SHER PDF  ARCHI VED COPY

Anthropic - Anthropic Economic Index report: Cadences (26 June 2026)
Observed exposure 0.23 for SOC 13-1071, 13-1141; scaled to 31/100 as the observed-usage input.

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

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

§ 12 APPENDI X

M ethod and sources

Each report was written from a large body of published research. The exposure score itself is computed, not
written: it is the CareerGuard Exposure Index, a weighted average of occupation-level measures from the

US Bureau of Labor Statistics (Al-exposure classification and 2025-35 projections), Microsoft Research (Al
applicability scores) and Anthropic (observed exposure), together with the adoption rating published on the report.
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.

Exposure Index v2 (October 2026). Each input is scaled to 0-100 and weighted: task applicability 35% (Microsoft
Al applicability score + 0.5), observed usage 20% (Anthropic observed exposure + 0.75), official exposure tier
20% (BLS very high =100, high = 70, moderate = 40, low = 10), labour-market trajectory 10% (50 2.5 x projected
% employment change), published adoption rating 15% (very high = 85, high = 70, medium-high = 55, medium =
40, low-medium = 25, low = 10). Inputs not measured for an occupation are dropped and the remaining weights
renormalised. An editorial adjustment of at most +12 points is allowed only for automation channels the measures
cannot see (robotics, self-service, machine vision, medical imaging, RPA/OCR, generative video) and is always
logged with its reason. Scores are whole numbers, not rounded to five. The change window shifts one notch (a
year at each end) per ten points of movement.

I GLOBAL AND MACROECONOM C | MPACT OF Al ON WORK
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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.

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.
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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

CAREERGUARD. Al

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.

1 CORE Al AND MACHI NE- LEARNI NG RESEARCH

OpenAl

Research papers, blog and APl 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.

arXiv
csAl, csLG, cs.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.

(N 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.
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ACM FAccT
Proceedings — Fairness, accountability and transparency.

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

WIPO

Conversation on |P 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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