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A. Introduction

As organizations embrace the promise of Artificial Intelligence, HR leaders stand at the
center of one of the most important transformations in modern business: the evolution from
traditional workforce management to skills-driven, Al-enabled talent ecosystems.

This document provides a structured yet practical roadmap to assess your organization’s
readiness for Al transformation, specifically in the context of skills intelligence, job
architecture, and workforce planning.

It is designed as a self-guided assessment that helps HR teams and business leaders evaluate
where they stand today and what actions to take next. Each section represents a key pillar of
readiness, combining guiding questions, a simple 1-to-5 maturity scale, and space to record
observations, next steps, and ownership.

B. How This Document is Structured

Foundation: Evaluates how structured and accessible your talent and skills data are.

Governance: Assesses clarity of ownership, leadership sponsorship, and data

stewardship.

3. Workforce Context: Examines how well your job and skills data align to your operating
model, strategy, and learning pathways.

4. Technology Readiness: Reviews your HR systems and integrations for Al-driven
insights.

5. Change Readiness: Measures your organization’s ability to act on Al insights through
leadership alignment, communication, and pilot initiatives.

6. Readiness Snapshot: Example one-page summary template to visualize overall maturity,

score each pillar, and define clear next steps.
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The outcome is a holistic, actionable readiness map that HR leaders can use to align
stakeholders, secure sponsorship, and plan Al transformation with confidence and clarity.

1. Foundation: Ensure your job and skills data are structured, consistent, and
accessible.

Why: This is the groundwork for any Al or skills-intelligence initiative.

Key Questions:

a. Job Catalog: Do we have a clear and complete job catalog (families, roles, profiles, and
descriptions)?

b. Job Descriptions: Are these descriptions current, well-structured, and stored in one
place?

c. Skills Data: Do we have an internal skills inventory or taxonomy?

d. Taxonomy Alignment: Is our taxonomy mapped to a global or industry standard (like the
European ESCO or the American O*NET)?




e. Data Source: Is all this data stored in one place— in an HR system (Workday,
SuccessFactors), and not in spreadsheets?

Output: A clear view of where your job and skills data stands — complete, partial, or
inconsistent.

Criteria Score Notes / Next Steps
(1-5)

Job Catalog Completeness

Job Description Quality

Skills Inventory / Taxonomy

Data Alignment to Standards

Data Storage & Accessibility

Score: 1 = Not Started, 2 = Early Exploration, 3 = Partially Established, 4 = Well Implemented, 5 = Fully Mature & Stable

2. Ownership & Governance: Identify who owns, maintains, and champions
skills and Al initiatives.

Why: Al transformation requires clear ownership and cross-functional collaboration.

Key Questions:

a. Who owns the job catalog and skills data? Is it HR Ops, Talent Management, or another
function?

b. Do we have identified Al/Skills Champions in each business unit and/or region?

c. Do we have a central governance structure — with a central governance group or
steering committee overseeing skills and Al initiatives?

d. Isthere executive sponsorship for Al in HR? Are there analysts or data stewards
available to support analytics and insights?

Output: Defined roles and responsibilities so decisions don’t get stuck.

Criteria Score Notes / Next Steps
(1-5)

Clear Data Ownership
Al/Skills Champions

Governance Structure
Executive Sponsorship

Data Storage & Accessibility
Score: 1 = Not Started, 2 = Early Exploration, 3 = Partially Established, 4 = Well Implemented, 5 = Fully Mature & Stable

3. Workforce Context: Ensure job and skills data reflect your unique
organization structure and needs. To make Al insights meaningful, they must
fit your internal context.

Why: How well do we understand our current workforce?

Key Questions:
a. Do we have career paths and job levels for all major roles (e.g., Data Scientist |-I11)?
b. Are there competency or proficiency frameworks for key roles?




c. Do we know our preferred technologies

d. Do we have defined learning partners (Coursera, LinkedIn Learning, etc.)?

e. Have we mapped skills to strategic initiatives like customer-centricity, digital fluency, or
Al adoption?

Output: Clear alignment between skills data and your operating model or learning strategy.
Criteria Score Notes / Next Steps
(1-5)

Job Levels & Career Paths
Competence Frameworks
Technology Preferences
Preferred Learning Partners

Strategic Skill Alignment
Score: 1 = Not Started, 2 = Early Exploration, 3 = Partially Established, 4 = Well Implemented, 5 = Fully Mature & Stable

Technology Readiness: Assess whether systems can support Al-driven
insights. Assess your tech stack’s ability to host, integrate, and act on skills
data.

Why: Can our systems support Al and Skills Intelligence?

Key Questions:

a. Which platforms currently hold our HR, learning, and talent data (Workday,
SuccessFactors, LMS, etc.)?

b. Can these systems integrate with external Al platforms or data sources (like Draup)?

c. Do we have data security and access protocols defined?

d. Are there gaps or duplications in the systems where job and skills data are stored?

Output: A tech map showing systems, integrations, and readiness for Al tools.
Criteria Score Notes / Next Steps
(1-5)

HRIS & Data System Maturity

Integration Capability

Data Security & Access

System Duplication / Gaps

Score: 1 = Not Started, 2 = Early Exploration, 3 = Partially Established, 4 = Well Implemented, 5 = Fully Mature & Stable

Change Readiness: Gauge how prepared your teams are to act on Al insights.
Technology alone won’t transform work — people and process will.

Why: Are We Prepared to Act on Insights?
Key Questions:

a. Do we have executive sponsorship for Al transformation in HR?
b. Isthere clear communication about Al transformation?
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c. Have we identified early pilots or use cases (e.g., Al-driven workforce planning, learning
personalization)?

d. Are HR teams trained to interpret Al insights?

e. Are business and HR leaders aligned and share a common understanding of what “Al-
ready” means?

Output: A prioritized roadmap — what’s ready today, what needs to evolve, and who leads
each step.

Criteria Score Notes / Next Steps
(1-5)

HR Executive Sponsorship
Communication & Awareness
Pilot Initiatives

HR Team Capability / Training

HR—Business Alignment
Score: 1 = Not Started, 2 = Early Exploration, 3 = Partially Established, 4 = Well Implemented, 5 = Fully Mature & Stable

6. Example Leadership Dashboard: Readiness Snapshot (Visual Example)

Create a one-page visual dashboard for leadership. Example one-page summary template to
visualize overall maturity, score each pillar, and define clear next steps.

Category Current Key Gaps Next Steps
Maturity

Foundation 3-Partial Inconsistent job Standardize job catalog; centralize
(Talent Data) descriptions data in Workday
Ownership & | 2-Early No defined data Appoint HR ops lead & regional
Governance owners champions
Workforce 4-Strong Missing skill-to-goal Map strategic priorities to skill
Context alignment clusters
Technology 4-Mature Integration with LMS Enable Draup API sync
Readiness pending
Change 3-Moderate | Limited executive Create Al transformation
Readiness messaging communication plan

Al Readiness Zone Classification: Before interpreting the scores, it’s helpful to understand
how each average score translates into a readiness zone. The table below defines the four
readiness levels that indicate how prepared an organization is for Al transformation.

Average Color
& Readiness Zone Interpretation Code /
Score Range .
Indicator

. Strong data foundation, clear ownership, and
4,5 Optimized / Ready mature technology enablement. Organization is Green

to Scale . ) .
ready to scale Al initiatives enterprise-wide.
. Core elements are in place, but some processes
Operational / Needs . . P A P }
3 . . or integrations need refinement before scaling. Yellow
Fine-Tuning

Suitable for targeted pilots.




Foundational components exist, but data

D) I Developing / Partial | quality, ownership, or change readiness are Amber
Readiness inconsistent. Requires structured improvement
before Al adoption.
Not Ready / Major gaps in data, governance, or technology
<2 |. Foundational Work | maturity. Organization should focus on
Required groundwork before launching Al programs.

7. Turning Insights into Action

e Start with quick wins, e.g., centralize job descriptions and appoint a data owner.

e Run pilot projects with one function or geography.

e Use Al platforms (like Draup) to map roles to future skills and benchmark externally.
e Reassess quarterly to track improvement.

C. Summary

This self-assessment provides HR leaders with a simple, guided path to evaluate readiness
across five pillars:

Foundation — Structured data

Governance — Clear ownership

Workforce Context — Alignment with strategy
Technology — Integration and scalability
Change Readiness — Culture and execution
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Once complete, your organization will have a clear readiness map and a targeted action plan
to begin or accelerate its Al-driven workforce transformation.

D. Conclusion

Al transformation in HR is not a technology project — it’s a strategic capability shift.
Organizations that succeed will be those that combine structured data, strong governance,
contextual understanding, scalable technology, and empowered people.

Once your organization completes this assessment, you’ll have a clear picture of:
e Where your job and skills data are mature

e Which processes and ownership structures need strengthening
e How ready your technology ecosystem is for Al enablement




e What change levers (communication, training, pilots) can accelerate adoption

To move from assessment to action, Draup can serve as your strategic partner in building and
scaling your Al-driven talent framework. Through its Skills Intelligence Platform, Draup
enables HR and business leaders to:

e Map current and future skills across roles and functions

e Benchmark against industry and peer organizations

o Identify reskilling and learning pathways aligned to business priorities
o Integrate insights directly into your HRIS and workforce systems

Draup can work with you to help your organization transform readiness into impact —
accelerating your journey toward a future-ready, Al-empowered workforce.



