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Premise

Generative Al (GenAl) and advanced Machine Learning are fundamentally reshaping HR, moving
it from a transactional support function to a predictive, high-impact driver of workforce
transformation. Global analyses estimate GenAl could unlock $2.6-54.4 trillion in annual value
globally, with HR and other back-office domains capturing a significant share through automation
of recruiting, case management, knowledge retrieval, and employee experience workflows. At the
same time, nearly 44% of workforce skills are expected to be disrupted by 2030, placing HR at the
center of organizational resilience.

Against this backdrop, this document builds a business case for Al-enabled HR transformation,
guantifying benefits, assessing risks, and defining the operating models, governance frameworks,
and ROI pathways required to make HR faster, more cost-effective, and future-ready.



About ACME (Model Customer)

For this paper, we illustrate the financial and operational impact of Al in HR through ACME (Model
Customer), a representative mid-sized enterprise organisation. ACME is not an actual client case but a
composite baseline developed from Draup’s data foundation, industry benchmarks, and validated
assumptions. This model allows us to quantify impact at a relatable scale and demonstrate the role-by-role
value of Al adoption in HR."

Key characteristics of the ACME model customer:

e Scale: ~5,000 employees, with ~200 hires annually (big enough to feel the impact, small enough to
stay relatable).
e Current Pain Points:
o Average time-to-hire of 45 days, leading to ~$1.8M in vacancy costs each year.
o High HR service desk workload - 5,000 repetitive queries monthly
o Attrition at ~15%, costing ~$45M annually in replacement and productivity loss.
e Tech Stack: Has already invested in platforms like Phenom (TA), SAP Joule (HR), and Valence
(coaching) but under-utilizes them.
e Business Challenge: Needs to reduce transactional HR load while repositioning HR as a strategic
driver of workforce resilience and growth.

Al in HR is no longer optional; it is a competitive imperative. Early adopters will capture savings,
productivity, and talent advantages within 12—18 months. For ACME (Model Customer), piloting now is the
path to measurable ROI, stronger resilience, and HR leadership in the Al era.



Executive Summary

ACME is at a strategic inflection point: 15% attrition, 45-day average time-to-hire, and >5,000 monthly HR
queries are costing the business over $45M annually in lost productivity and replacement costs. Despite

significant investmentin HR technology (Phenom, SAP Joule, Valence), utilization remains low, limiting HR’s

ability to

Why Act

act as a strategic partner.

Now?

Generative Al and advanced machine learning are transforming HR from a transactional support function

into a predictive, strategic driver of workforce performance. With 44% of workforce skills expected to be
disrupted by 2030, HR is central to organizational resilience. By embedding Al into HR’s core workflows,

ACME ca

n:

Accelerate Hiring: Reduce time-to-hire by nearly 30%, saving ~$520K annually in vacancy costs.

Boost Retention: Proactively retain ~100 employees annually, saving S6M+ per year.

Automate Transactions: Resolve 80% of HR queries instantly, freeing >4,000 hours annually (~2

FTES).

Financial ROI: With conservative adoption, ACME (Model Customer) can capture $21-26M savings
over 3 years. At full adoption, benefits could exceed $47M, delivering an ROl of 900-1940%.
Strategic Impact & Repositioning of HR: Shift from transactional firefighting to strategic workforce

planning and reskilling

e Headline targets (pilot = scale):

Outcome Metric (definition)

Time-to-hire J, 29%

Baseline

Logic & Assumptions for Target

Assumption: Automating top-of-funnel tasks

(sourcing, screening, scheduling) will

| Vacancy costs |, 29%

Speed f:ifarsg; 45 days to 32 4> days | 32 days eliminate the largest sources of delay in the
current process.
HR case Avg Handle Logic: An Al chatbot can instantly resolve
Productivity Time (AHT) |, 80%; 24 hrs <5 ~80% of common Tier-1 queries that
334 hours/ month mins | currently require manual handling and have
freed long wait times.
. Logic: Al-driven screening can better match
Quality 90-daY retention of 93% 95% candidates to role requirements and cultural
new hires 1 2pp ) .
fit, reducing early-stage turnover.
First-contact resolution Logic: The Al chatbot becomes the first point
Experience | T 75pp (from 5% to 5% 80% of contact and is designed to resolve queries
80%) instantly, directly impacting this metric.
. Assumption: Improved direct sourcing
Cost Recruiter costs \, 25% S640k S480k | capabilities from Al will reduce reliance on

costly external agencies for hard-to-fill roles.




The headline targets are ambitious yet achievable, focusing on areas where Al has a proven track record.
The financial model indicates a significant positive ROI driven by direct cost savings and major productivity
gains, making the pilot exercise a compelling strategic investment for ACME (Model Customer)

1. Current State & Problem Statement

This section establishes the "case for change" by providing a data-driven baseline of current performance.
It quantifies the pain points to create a clear understanding of the costs and inefficiencies of the status quo.

e TA: Long requisition launch times and redundant JD edits contribute to a 45-day average time-to-hire.
This delay results in an estimated $1.8M in annual vacancy costs (productivity loss) and limits
organisation’s ability to attract talent (or compete for) top talent on time.

e HR Services: The HR service desk is overwhelmed with a high volume of repetitive Tier-1 queries,
leading to slow 24-hour response times and fragmented knowledge delivery. This negatively impacts
employee experience and consumes over 5,000 HR hours annually on low-value tasks.

e L&D/Coaching: Inconsistent manager coaching and low uptake of development programs are key
drivers of employee disengagement and attrition. This represents a significant hidden cost in terms of
lost productivity and high turnover.

e Systems: We have existing investments in Phenom (TA), SAP Joule (HR), and Valence (coaching);
however, they are underutilized. The core opportunity lies in orchestrating and augmenting these
platforms with Al to unlock their full potential

. Data )
Metric Current Business Impact
Source
TA Avg. Time-to-Fill 45 HRIS Significant productivity loss and
(days) (Workday) | $1.8M in vacancy costs.
. Finance / High operational cost, totaling
TA Cost per Hire $8,500 )
TA Ops $1.7M for 200 annual hires.
. Avg. Handle Time . Poor employee experience and
HR Services 24 hours ServiceNow | . .
(AHT) per query inefficient use of HR personnel.

$45M annual cost (based on 750
Annual Employee People

Retention . 15% ] employees leaving at an avg.
Attrition Analytics
replacement cost of $60Kk).

The business impact data clearly indicates that the most significant financial drains are employee attrition
and lost productivity from hiring delays. These are precisely the areas where predictive and automation-
focused Al can deliver the highest return.



2. Scope & Objectives

In this section, we investigate business case for specific HR domains and intend to identify the cost
optimization and efficiency gain that can be enjoyed for critical roles. This analysis is tailored to ACME
(Model Customer), using its current scale, pain points, and tech stack to build a data-backed business case
for Al'in HR.

The objective is to identify areas of maximum financial and operational impact, enabling HR to evolve from
an administrative function to a strategic growth partner. We have studied Talent Acquisition, HRBP, and HR
Operations verticals and then presented a consolidated Financial Business Case with 3 years projection.

A. Talent Acquisition: From Manual Sifting to Predictive Hiring

The traditional recruitment process is fraught with inefficiencies. ACME’s HR teams spend countless hours
manually screening resumes, leading to high costs and long hiring cycles, often overlooking top candidates
due to human bias or sheer volume.

The Al Solution: Al-powered platforms use Natural Language Processing (NLP) to screen and rank thousands
of resumes against a job description in minutes. Machine learning models can predict a candidate's
likelihood of success based on historical hiring data, focusing recruiters' efforts on the most promising
talent.

Business Case Example: Reducing Time-to-Hire - Consider a mid-sized tech company with 5,000 employees
that needs to hire 200 new roles annually. The ACME (Model Customer) currently experiences an average
time-to-hire of 45 days, translating into ~$1.8M in annual vacancy costs and delayed revenue realization.

RECRUITER/HRBP VIGNETTE — DAY WITH VS. WITHOUT Al

Without Al

John, a recruiter, spends his Monday morning sifting through 400 resumes for a single role. Most are
irrelevant, but he must manually filter them. He spends hours scheduling interviews via back-and-forth
emails and still has an inbox full of candidate questions about timelines. By the end of the day, he’s
exhausted, behind schedule, and still unsure if he’s found the best candidates.

With Al

On Monday, John logs in to find an Al system has already screened and ranked the applicant pool,
highlighting the top 20 candidates based on skills, experience, and past success patterns. The Al assistant
has scheduled interviews directly into his calendar and auto-responded to candidate FAQs. John spends
his day preparing for high-value conversations with the most promising talent, advising hiring managers,
and strategically planning workforce needs. Instead of admin fatigue, his focus is on making the right hire
— faster and with higher confidence.




Dataset: Recruitment Funnel Metrics (Pre- vs. Post-Al)?

Metric

Traditional Process

(Annual)

Al-Powered Process

(Annual)

Average Requisitions per

) 25 35 +40% Capacity
Recruiter
N . 40,000
Total Applications Received 40,000 -
(200 per role)
Hours Spent on Manual 8,000 hrs 1,600 hrs

-80%

Total Cost of Vacancy

(200 * 45 * $450)

(200 * 32 * $450)

Screening (200 hrs/recruiter) (40 hrs/recruiter)
Average Time-to-Fill (Days) 45 days 32 days -13 days (-29%)
**Cost of Vacancy (per
vip $450 $450 -
day)**1
$1,800,000 $1,280,000

$520,000 Savings

Annual Recruiter Cost?

$640,000
(8 recruiters)

$480,000
(6 recruiters) 3

$160,000 Savings

Financial ROI Calculation:

e Annual Savings (Vacancy + Recruiter Costs): $520,000 + $160,000 = $680,000
e Estimated Annual Al Platform Cost: $100,000

e Net Annual Savings: $680,000 - $100,000 = $580,000

e Year 1ROI: ($580,000 / $100,000) * 100 = 580%

B. HRBP (from Employee Engagement & Retention Lens): Predictive Attrition Modeling

Employee turnover is incredibly costly, with replacement expenses estimated at 50-200% of an employee's
annual salary. Traditional methods, like exit interviews, are reactive—the talent is already gone.

Based on average daily revenue contribution per employee.
2Assuming an average fully loaded cost of $80,000 per recruiter.
3Increased efficiency allows the team to be reduced from 8 to 6 recruiters through natural attrition or redeployment.



The Al Solution: Predictive analytics uses machine learning models to analyze dozens of data points (e.g.,
tenure, performance reviews, compensation ratio, training history) to generate an "attrition risk score" for
each employee. This allows HR and managers to intervene proactively before an employee decides to leave.

Business Case Example: Proactive Retention Intervention - Let's analyze data for ACME (Model Customer)
with 5,000-employees and observing historical attrition rate of 15% (750 employees per year). With this,
ACME loses ~$45M each year in replacement and productivity costs.

Dataset for ACME (Model Customer) Attrition Model?:

Tenure Last Promotion = Manager Rating Compa- Attrition Risk
Employee ID i3
(Months) (Yrs) (2-5) Ratio Score
92% (High
EMP1023 48 3.5 3 0.85 .
Risk)
15% (Low
EMP2451 62 1 5 1.1 )
Risk)
75% (Medium
EMP3109 25 2 4 0.92 .
Risk)
68% (Medium
EMP4567 18 1.5 3 1.05 .
Risk)

The model identifies EMP1023 as high-risk due to long tenure without promotion and below-market pay.
This triggers a proactive alert for their manager to discuss career pathing and a compensation review.

Financial ROI Calculation:
e Total Employees: 5,000
e  Current Attrition Rate: 15% (750 employees/year)
e Average Cost to Replace an Employee: $60,000 (including recruitment, training, lost productivity)
e Total Annual Cost of Attrition: 750 * $60,000 = $45,000,000
e Goal: Use Al to reduce attrition by just 2 percentage points (from 15% to 13%).
e Employees Retained: 2% of 5,000 = 100 employees
e Annual Savings from Reduced Attrition: 100 * $60,000 = $6,000,000
e  Estimated Annual Al Analytics Platform Cost: $150,000
e Net Annual Savings: $6,000,000 - $150,000 = $5,850,000

3. HR Operations: Automating Service Delivery with Al Chatbots

HR Operations team is bogged down with repetitive, high-volume queries about payroll, benefits, leave
policies, and IT support. This administrative burden prevents them from focusing on strategic initiatives.

2 Compa-Ratio: Employee's salary divided by the midpoint of the salary range for that role



The Al Solution: An Al-powered chatbot integrated into the company's communication platform (e.g., Slack,
Microsoft Teams) can provide instant, 24/7 answers to 80% of these common questions. The chatbot uses
NLP to understand user intent and escalates complex issues to a human agent.

Business Case Example: Improving HR Helpdesk Efficiency — ACME (Model Customer) with 5,000 employees
has a 5-person HR Service Delivery team. We have assumed that the team gets around 5,000
queries/month.

EMPLOYEE JOURNEY — BEFORE VS. AFTER Al

Before Al

Maria, a new hire, joins ACME and immediately struggles with basic HR questions — “How do | enroll in
benefits?” “What’s the travel policy?” Her queries sit in a ticket queue for 24 hours. When answers finally
arrive, they’re inconsistent and sometimes incomplete. Frustrated, she emails her manager, who spends
time chasing down HR for clarification. Her onboarding feels slow, confusing, and impersonal.

After Al

With an Al-enabled HR assistant, Maria gets instant answers in plain language on day one. The chatbot
not only explains policies but also links her to enrollment forms and provides reminders. Her manager
receives nudges about onboarding milestones, ensuring Maria feels supported. Instead of waiting in
gueues, she spends her first weeks focused on learning her role and contributing value. Her engagement
scores in the first 90 days are higher, and the company retains her long-term.

Dataset: HR Service Desk Metrics (Pre- vs. Post-Chatbot)?

Manual Process
Al Chatbot Process (Monthly)

(Monthly)

Total HR Queries

. 5,000 5,000 -
Received
Queries Resolved by
5,000 1,000 (complex cases) -80%
HR Team
Queries Resolved .
0 4,000 New Capability

Instantly by Bot

Avg. Time to 5 minutes (for 80% of
. 24 hours . -99%
Resolution queries)
Hours Spent by HR
417 hours 83 hours -334 Hours

Team on Queries*

3Assuming an average of 5 minutes per query. ~5,000 repetitive queries every month translates to 60,000/year,
consuming over 5,000 HR hours per year (~2.5 FTEs). Automating 80% of this volume through Al could free up 4,000+
hours annually, enabling HR to focus on strategic initiatives.

5Assuming a fully loaded hourly rate of $40 for an HR service agent.




Cost of HR Team

Hours on Queries® 516,680 $3,336 $13,344 Savings

F
L]

inancial ROI Calculation:
Annual Cost Savings (HR Team Time): $13,344 * 12 = $160,128
Productivity Gain: The 334 hours saved per month can be redirected to high-value projects like
employee wellness programs or DEl initiatives. Valuing this time at the same rate gives an additional
$160,128 of value annually.
Total Annual Value: $160,128 (Savings) + $160,128 (Productivity) = $320,256
Estimated Annual Chatbot Platform Cost: $60,000
Net Annual Savings: $320,256 - $60,000 = $260,256

4. Consolidated Financial Projection for ACME (Model Customer) — 3 Year Projection

A holistic view is essential. While the initial investment may seem significant, the cumulative benefits across

functions in forthcoming years create a powerful financial case.

Financial Item Year 1 Year 2 Year 3
INVESTMENTS
Al Platform Subscriptions ($310,000) ($310,000) ($310,000)
Implementation & Training ($150,000) ($25,000) ($25,000)
Total Investment ($460,000) ($335,000) ($335,000)

BENEFITS (SAVINGS & GAINS)

Talent Acquisition Savings $680,000 $720,000 $750,000
Attrition Reduction Savings $6,000,000 $6,600,000 $7,200,000
HR Operations Savings $320,256 $360,000 $400,000
Total Annual Benefits $7,000,256 $7,680,000 $8,350,000
Net Cash Flow $6,540,256 $7,345,000 $8,015,000
Cumulative Cash Flow $6,540,256 $13,885,256 $21,900,256
Key Financial Highlights Payback <1 month ROI >1940% NPV ~$19.2M

Key Financial Metrics:

Payback Period: Less than 1 month.
3-Year ROI: (521,900,256 / $1,129,903) * 100 = 1940%
Net Present Value (NPV) (at 8% discount rate): ~$19.2 M.
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Figure 1 — 3 Year Benefit Build-Up by Category *

This chart shows how Talent Acquisition, Attrition Reduction, and HR Operations savings combine to deliver
$23.0M in total gross benefits over three years, with attrition reduction driving ~85% of the value.

4 Note - Values represent gross benefits before investment costs. Net benefits after investment total $21.9M over 3
years



3. Build—Buy—-Bot Decision Framework

Pathway

When to Use

Strategic Benefit

Benchmark Data /

Market Insight

Example in HR
Context

(Partnerships

/

Lack of scale or
talent in-house

Access to niche
expertise without

Proprietary ) 62% of Fortune 500 | Building attrition
. Maximum ) . _—
Build processes, control firms cite "IP prediction models
(Develop in- sensitive IP, or . ’ . protection" as top tailored to ACME
integrates with o ,
house) need for deep L reason to build in- (Model Customer)’s
L existing systems
customization house workforce
Commodity Rapid Global HR tech .
Buy (Adopt . Deploying off-the-
solutions or deployment, spend expected to
external shelf Al chatbot for
. where speed-to- | access to proven reach $20.4B by .
solutions) N HR query handling
market is critical | vendors 2025
Borrow 41% of enterprises

outsource Al pilots
to service providers

Partnering with
external firm for skill-

frees HR capacity

fixed cost ap analytics
Outsourcing) for early ROI gap y
o RPA & Al-led o
. . Eliminates ) Automating job
Bot (Full Highly repetitive, automation reduces o .
. manual load, ) description creation,
automation) rules-based work transactional HR

work by 30-40%

background checks

Strategic Recommendation for ACME (Model Customer):

e Hybrid model - Buy for standard HR modules, Bot for Tier-1 workloads, Build selectively where IP,
compliance, or workforce uniqueness is critical (e.g., attrition prediction, workforce skills simulation).

e  Phasing: Immediate wins through Bots, medium-term via Buy partnerships, long-term Build capabilities

for strategic HR IP.



4. Operating Model & Roles (RACI)

Activity

Responsible

(R)

Accountable
(A)

Consulted

(€

Informed

(1)

L IT, Business
Al Use Case |dentification HRBPs CHRO HR Teams
Leaders
. Finance,
Vendor Selection (Buy) IT clo HR, Procurement
Legal
. . HR,
In-House Al Build Data Science Clo . . HR Teams
Risk/Compliance
All
Al Bot Deployment HR Ops HR Ops Lead IT, Vendor
Employees
. . . CHRO,
Data Privacy & Compliance Legal/Compliance Ccco CIO, HR Board
. . . CFO, Business Executive
ROI Tracking & Reporting HR Analytics CHRO .
Leaders Committee

Strategic Operating Model Trends (data-backed):
e 40% of CHROs will have a dedicated Al/Automation role in their org by 2027.
e 62% of organizations now embed Al CoEs (Centers of Excellence) for governance and scalability

e  Future-ready HR functions designate Al Product Owners inside HR, ensuring HR, not IT alone, drives

transformation.

Recommendation for ACME (Model Customer):

Adopt a dual-ownership model - CHRO accountable for outcomes, CIO accountable for technical

execution, with Al CoE ensuring governance and scalability.




5. Responsible Al & Governance

Risk Area Why It Matters Mitigation Measures Industry Benchmark

Biasin Al may amplify gender, Diverse training datasets, 83% of HR leaders cite
Hiring/Promotion | age, or geographic bias bias audits, fairness metrics | bias as top Al risk

Data Privacy

. L . Data minimization, Fines up to €20M or
(GDPR/Swiss HR data is highly sensitive .
. . anonymization, consent- 4% global turnover
Data Protection (PN, health info, contracts)
based usage under GDPR
Act)
61% of employees say

Black-box Al erodes trust Explainable Al, decision they need Al
Transparency . e R

with employees traceability dashboards explainability to trust

outcomes

54% of enterprises

Who is responsible for Al- Al Risk Charter, CHRO-CIO ]
now use “Al Ethics

Accountabilit
Y driven errors? accountability

Boards”

Best Practices Emerging in Market:

e  Microsoft: Al Ethics Committee with Legal, HR, Tech, and external advisors.
e Unilever: Uses an Al Code of Conduct embedded in HR policies.

e  HSBC: Regular Al risk testing with regulators to maintain trust.

Recommendation for ACME (Model Customer):

e Create a Responsible HR Al Charter - covering fairness, privacy, explainability.

e  Establish a cross-functional Al Ethics Council (HR, IT, Compliance, Legal).

e Embed continuous monitoring = quarterly Al audits, bias testing, employee feedback loops.

Essentially, embedding quarterly bias audits and explainable Al dashboards will ensure trust and regulatory
compliance, critical for protecting ACME’s employer brand.



6. Measurement & ROI Model

Dimension

What to Measure

Automation of

Metric(s)

Example Benchmark

Al chatbots reduce

ACME
Customer)

Potential
(Model
Impact

8-12 hours saved

Efficienc weekly per recruiter
. Y routine HR and TA Hours Saved (TA) recruiter workload yPp
Gains - “6-8 FTE
tasks by 25-40%
redeployed
. Reduce TTF from
. Al-assisted TA
. . Speed of filling . . ~45 days to ~32 days
Time-to-Hire TTF (Time-to-Hire) reduces TTF by 30—
openroles - faster revenue
35% o
realization
. AHT (Avg. Handling 20-25% drop in case
Resolution ) . Al lowers AHT by ]
HR Case o . Time), FCR (First handling cost;
o efficiency in HR 25-30%; boosts FCR | .
Productivity . Contact improved employee
Service Centers . to 70-80% . .
Resolution) satisfaction
. . 65% managers use Higher adoption -
Manager Uptake of digital Manager Coaching . L .
. ] Al-driven coaching in better retention &
Effectiveness HR coaching tools Uptake ) .
top firms performance uplift
S saved in

Cost
Optimization

Vendor reliance,
recruitment costs

outsourcing,
reduced agency
fees

20-30% cost
reduction

$2.4M-$3.5M
savings annually

Employee
Experience

Ease of HR
interactions,
perception of HR

HR Case NPS, HR
digital adoption

67% employees
report better
experience w/ Al-
enabled HR

Stronger employer
brand, reduced
voluntary exits

Formula Library

Hours Saved (TA)=Hours Saved per Recruiter per Week x 52 x #Recruiters x Cost per Hour

Time-to-Hire (TTF)=(Baseline TTF - Al TTF) x Daily Value of Role x #Hires per Year

Average Handling Time (AHT - HR Cases)=(Baseline AHT - Al AHT) x #Cases per Year x Cost per Hour




e  First Contact Resolution (FCR - HR Cases)=(Al FCR - Baseline FCR) x #Cases per Year x Avg. Escalation

Cost

e Manager Coaching Uptake=#Managers Using Al Coaching x Attrition Reduction % x Replacement Cost

e Vendor/Outsourcing Cost Reduction=Baseline Vendor Spend - Al-enabled Vendor Spend

e Employee Experience / Attrition Savings=Attrition Reduction x Replacement Cost per Employee

7. Risks, Assumptions, Dependencies

Area Risks Assumptions ‘ Dependencies
. . Change management,
. Low HR/stakeholder buy- Leadership sponsorship, g g .
Adoption L structured training,
in, risk of shadow Al use phased rollout . .
incentives
Bias in algorithms, . IT support, vendor APls,
. .g . Access to quality HR/talent | . PP L
Technology | integration failures, tool . interoperability
data and robust infra
redundancy frameworks
. GDPR/privacy breaches, . L.
Compliance /p y . Governance framework, Al ethics board, periodic
. regulatory misalignment, . . .
& Ethics . . human-in-loop oversight compliance checks
ethical misuse
. . 50-70% adoption in 3 . .
. . ROI delays if adoption lags, 0 P . Ongoing KPI/ROI tracking,
Financials . . . years, upfront investment .
hidden costs in scaling budgetary alignment
approved
. Al positioned as
Workforce Job displacement P . Transparent comms,
. augmentation, not .
Impact concerns, morale issues reskilling programs
replacement
Vendor Over-reliance on single Al Multi-vendor strategy Procurement governance,
Ecosystem provider, lock-in risks where feasible partner SLAs
Data Incomplete, inconsistent, Data cleansing & Data owners across
Quiality or biased HR data governance in place HRIS/ATS/Payroll systems
Scalabilit Pilots succeed but full Phased scaling model Infrastructure capacity,
¥ enterprise rollout stalls works continuous monitoring

8. Conclusion

The transformation of HR through Al is no longer a future vision — it is a present-day mandate. Generative
Al and advanced analytics are redefining how organizations attract, retain, and engage talent. For ACME,
the business case is clear: Al can reduce transactional HR costs by 15-25%, cut time-to-hire by nearly a
third, and resolve employee queries 40—60% faster, while positioning HR as a predictive, strategic partner
to the business.

But the real choice is about timing. Competitors are already embedding Al into recruiting, service delivery,
and workforce planning. Those who act now will capture financial savings, productivity gains, and employer



brand advantages within the next 12—18 months. Those who delay will face rising costs, slower hiring, and
erosion of talent advantage.

For ACME (Model Customer), the opportunity lies in systematically embedding Al into HR’s operating
model: begin with Talent Acquisition to capture quick wins, expand into HRBP—driven retention initiatives,
and finally scale across enterprise-wide roles. Adoption should be guided by a structured Build-Buy-Bot
decision framework, supported by a robust governance model, and measured through clear ROl metrics.
This ensures Al adoption is not only fast but also value-driven, compliant, and responsible.

Looking ahead, the focus must be on three priorities: Capturing Quick Wins in automation and
augmentation of repetitive HR processes. Building Scalable Foundations in data, skills, and operating
models to extend impact across functions. Driving Workforce Readiness by aligning Al adoption with
reskilling, governance, and long-term business objectives. By committing to this roadmap, ACME (Model
Customer) can move beyond efficiency to make HR a true engine of resilience, growth, innovation, and
competitive advantage in the Al era.



9. Source

Overview

This report has been developed using Draup’s proprietary data foundation, enriched with validated

secondary sources. Our methodology combines structured datasets, unstructured information feeds, and
curated expert perspectives to ensure accuracy, breadth, and contextual depth. By applying a rigorous
process of normalization, triangulation, and predictive modeling, we ensure the outputs are accurate,

future-oriented, and business-relevant.

The result is a holistic evidence base that empowers decision-makers with confidence in both the current
market view and the forward-looking scenarios presented in this document.

1. Draup Proprietary Data Foundation

1. Data Universe: 2+ billion datasets curated daily from over 70,000 structured and unstructured
sources. Draup covers datasets from following source types:

Source Type

Professional
Profiles Databases

What Draup Reports / Offers

Covering ~850M+ professional
profiles globally

Key Attributes & Metrics

Profiles are enriched with skills, experience, role transitions;
used for talent supply, migration, and retention modeling.

Job Descriptions &
Market Demand

700 Mn JDs

Tracks emerging skill requirements, demand shifts, and task
burden.

Firmographics &
Tech Stack
Telemetry

1.5 M+ company-level data
and associated tech stack
coverage

Used for competitive benchmarking and identifying
emerging hotspots.

Location Data

4000+ Global location
intelligence including cost,
supply-demand

Enables mapping of talent hotspots and cost-effectiveness
of locations.

Real-Time Market
Signals

Updates via models, LLM
integrations, and “intelligence
via MCP

Helps capture early indicators like new R&D centers,
expansion hiring.

Human Curation,
Expert Validation

Data “powered by Al, curated
by humans” to eliminate bias
and validate accuracy

Ensures reliability; filters noise from raw data, corrects
misclassifications.

2. Taxonomy Alignment: All skills and functions mapped within the HR functions are as per Draup’s

standardized workforce taxonomy, which is updated periodically to reflect market and technology

shifts.

2. External Sources Referenced




In addition to Draup’s proprietary foundation, the following categories of external sources were leveraged:

1.

2.

Labor Market Data: Eurostat, U.S. Bureau of Labor Statistics (BLS), ILOSTAT, OECD Statistics.

Academic & Research Reports: MIT Sloan, World Economic Forum (Future of Jobs Report 2023 &
2025), McKinsey Global Institute (Future of Work & Al), Harvard Business Review articles.

Industry Databases: Crunchbase, PitchBook, Statista, CB Insights for investment and startup
activity.

Government & Policy Sources: Ministry of Education and Ministry of Labor (EU & APAC), regional
workforce boards, and national skilling initiatives.

News & Media: Financial Times, Bloomberg, Forbes, and regional media outlets for recent
developments, expansions, and policy announcements.



