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THE 2028 LABOR MARKET RENAISSANCE

Executive Overview

Public discussion around artificial intelligence increasingly predicts a labor market crisis: widespread
white-collar displacement, collapsing wages, and structurally high unemployment. However, the evidence
from leading global research institutions points in the opposite direction.

This paper synthesizes labor market research and data from the World Economic Forum, the International
Monetary Fund, MIT Sloan, Harvard Business School, Stanford University, Yale’s Budget Lab, Goldman
Sachs Research, Anthropic, and Draup’s analysis of enterprise hiring trends. Across these independent
studies — covering millions of workers, hundreds of industries, and multiple economies — a consistent
pattern emerges: artificial intelligence is far more likely to augment human labor than replace it.

The central economic insight emerging from the data is simple: Al changes the composition of work far
more than it reduces the demand for work.

Several indicators illustrate this shift.

+78M 15% +7% 52%
Net new jobs globally Productivity gain from  Permanent global GDP Al interactions that
by 2030 Al assistance boost from Al augment humans
WEF Future of Jobs Brynjolfsson et al., Goldman Sachs Anthropic Economic
2025 NBER/QJE 2025 Research Index 2025

At the enterprise level, hiring patterns reinforce the same conclusion. Draup’s analysis of more than one
billion Fortune 500 job descriptions shows Al capabilities embedding across nearly every business
function — from sales and marketing to operations, engineering, and HR. Rather than simplifying roles,
companies are demanding more skills per job, signaling role enrichment rather than job elimination.

Three structural shifts are emerging in the Al-era workforce.

First, augmentation is overtaking automation. The most effective organizations are not replacing
workers with Al, but enabling workers to operate alongside Al tools that expand their capabilities.

Second, Al is creating “super workers.” Employees augmented by Al can perform analysis, research,
coding, and decision preparation at multiples of their previous productivity.

Third, entirely new job categories are emerging, including Al governance specialists, responsible Al
leaders, integration engineers, and model risk managers — roles that barely existed a few years ago.

For enterprise leaders, the implication is clear: the workforce challenge of the coming decade will not be
too few jobs, but too few workers prepared for Al-augmented work.
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THE 2028 LABOR MARKET RENAISSANCE

Organizations that capture the greatest value from Al will be those that redesign jobs around human-Al
collaboration, invest aggressively in Al literacy and continuous reskilling, and build governance capabilities
to manage Al at enterprise scale.

As intelligence becomes abundant, the economic value of uniquely human capabilities — judgment,
creativity, leadership, empathy, and ethical reasoning — rises.

The defining workforce challenge of the next decade will therefore not be technological unemployment,
but workforce transformation at unprecedented speed and scale.

In that sense, the most evidence-based outlook for the coming decade is not an Al jobs apocalypse — but
the beginning of a labor market renaissance.

Three Structural Shifts in the Al Labor Market

« Augmentation overtakes automation
« Skill density within role increases
« Demand for human capabilities rises

1.The Bear Case and Its Blind Spots

A widely-circulated 2026 thought experiment — framed as a memo from June 2028 — depicts a world
where Al-driven displacement of white-collar workers triggers a deflationary spiral: unemployment at
10.2%, the S&P 500 down 38%, and what the authors call 'Ghost GDP' — output that never circulates
through the real economy. The scenario is sophisticated. It is also, on the current evidence, systematically
wrong.

The scenario's central flaws are threefold: it assumes automation and displacement are the dominant
modes of Al's labor market impact; it assumes adjustment happens faster than workers, firms, and
institutions can respond; and it ignores the enormous domains of human activity — care, green
infrastructure, education, physical presence, judgment, and creativity — that Al cannot replicate. The
available evidence from nine leading institutional research bodies contradicts all three assumptions.

YALE BUDGET LAB: NO JOBS APOCALYPSE IN THE DATA (2025)

The Budget Lab at Yale has been tracking Al's labor market impact through quarterly Current
Population Survey (CPS) data releases through the end of 2025. Their comprehensive finding: 'The
broader labor market has not experienced a discernible disruption since ChatGPT's release.'
Measures of Al exposure, automation, and augmentation 'show no sign of being related to changes
in employment or unemployment.' The occupational mix is changing slightly faster than in the past,
but 'not markedly so' — and this shift predates widespread Al adoption. Yale's assessment: 'If Al is
roiling the job market, the data isn't showing it." This is the most current empirical snapshot
available and it directly contradicts 10%+ unemployment scenarios.

e



for 150 consecutive years — through electrification, the internal combustion engine, transistors, personal
computers, and the internet. As Stanford economist Charles I. Jones (2026) demonstrates, none of these
transformative general-purpose technologies broke this growth trajectory. Each created new categories of
human work that prior generations could not have imagined.

A critical historical data point: research by David Autor (MIT), cited in Goldman Sachs analysis, finds that
60% of workers employed today are in occupations that did not exist in 1940. The labor market is not merely
resilient — it is a prolific inventor of new work.

2.The Real Numbers: Net Job Creation, Not Net Job Loss

2.1. The WEF Global Jobs Balance Sheet (2025-2030)

The most comprehensive quantitative assessment of Al's aggregate labor market impact is the WEF's Future
of Jobs Report 2025, drawing on 1,000+ employers representing 14 million workers across 22 industry
clusters and 55 economies. The findings are unambiguous:

Metric Projected Figure Share of Current Employment
New jobs created (2025-2030) 170 million 14% of today's total employment
Jobs displaced (2025-2030) 92 million 8% of today's total employment
Net job growth 78 million +7% of today's total employment
Care economy jobs added 35 million+ Healthcare, social work, personal care
Workers needing reskilling 59 in every 100 Majorityrzgzlgilléizlslén role or
Global unemployment rate (2025) 4.9% Lowest level since 1991 (ILO)

Source: World Economic Forum, Future of Jobs Report 2025. WEF/ILO data. Based on employer survey, 1,000+ organizations, 14M+
workers, 55 economies.

For every job displaced by Al over the next five years, nearly two new jobs are projected to be created — a
1.8:1 creation-to-destruction ratio. Goldman Sachs further projects that generative Al will permanently raise
global GDP by 7% and boost labor productivity growth by 1.5 percentage points annually over a decade —
translating the Al investment surge into shared economic gains.

2.2. Fortune 500 Hiring in 2025: The Draup Intelligence

The most granular real-time evidence of how Al is reshaping enterprise labor demand comes from Draup's
January 2026 analysis of over one billion global job descriptions across Fortune 500 companies. The data
directly contradicts displacement narratives: Fortune 500 companies are hiring aggressively — and Al skills
are diffusing into every business function, creating demand for a new class of worker.
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THE 2028 LABOR MARKET RENAISSANCE

Al Skills Penetrating Every Business Function

Al is no longer confined to IT and R&D. Draup tracks year-on-year growth in Al skill mentions across all
Fortune 500 business functions — and the growth is broadest precisely in the functions the displacement
narrative assumes will be hardest hit:

Al Skills Mentions Growth

Business Function (YoY 2024-25) Interpretation

Al tools augmenting frontline agents,

i 24.89
Customer Support & Service 8% not eliminating them
. Al-assisted customer intelligence
I Mark 23.69 . ’
Sales & Marketing 3.6% e
. . Al f lity, predicti
Industrial Manufacturing 23.0% . orquatity, pre IC.IV? .
maintenance, process optimization
I i lysts;
Financial Services Operations 21.3% A augmentllryg an‘a.ysts, ek
hiring rising fast
Human Resources 19.3% Al in talent sourcing, workforce
= analytics, and engagement
Business Consultin 19.3% Al-powered analysis tools entering
g = consulting workflows
Engineering & R&D 16.3% Al normalization; base effect explains
g g = lower growth rate
e Tl 9.0% Normalization; Al already embedded
. 0

— now growing governance

Source: Draup, Fortune 500 Companies Hiring Characteristics, January 2026. Analysis of 1B+ global job descriptions. Al Skills
Mentions Growth reflects YoY change in Al-related skill requirements within job postings per function.

Skills Density Rising: Roles Are Getting More Complex, Not Simpler

One of the most powerful signals in the Draup data is the sharp rise in Skills Density — defined as the
average number of distinct skills required per job role. Far from simplifying roles through automation, Al is
increasing role complexity across every major job function as companies expect workers to integrate Al tools
alongside existing expertise:

Avg. Skills/JD (2024-  Avg. Skills/JD (2025-

Job Function 25) 26)

Data Engineering &

Analytics 15.22 19.15 +3.93

Software Engineering & App 14.52 18.29 +3.77
Dev

Al / Machine Learning 14.65 18.21 +3.56

Cloud Engineering 14.10 17.64 +3.54

BFSI Operations 10.49 14.11 +3.62
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Avg. Skills/JD (2024-  Avg. Skills/JD (2025-
25) 26)

Job Function

Risk, Compliance &

Governance 10.12 13.76 +3.64
Corporate Strategy 10.18 13.83 +3.65
Supply Chain Operations 9.58 13.05 +3.47
Shared Services Operations 9.30 13.05 +3.75
Financial Operations 9.72 13.13 +3.41

Source: Draup, Fortune 500 Companies Hiring Characteristics, January 2026. Skills Density = average number of distinct skills
required per job description. Rising density signals role enrichment, not simplification.

KEY DRAUP FINDING: OPERATORS, NOT BUILDERS, ARE DRIVING Al HIRING

Fortune 500 Al demand in 2025 is concentrating on operating Al rather than building it.
Governance, orchestration, and integration skills — Responsible Al, Al governance, LangChain,
workflow automation, RAG, and Al integration — are growing far faster than builder skills like
model training, deep learning, and generative modeling. Al Governance & Model Risk skills grew
81% YoY; Cost Optimization & Margin Protection skills grew 77.6% YoY. This is the hiring profile of
companies deploying Al across their enterprise workforce — not eliminating it. It directly refutes
the notion that Al adoption leads to workforce reduction: adoption is creating a new class of human
roles to manage, govern, and scale Al systems.

Global Hiring Momentum: Fortune 500 Expanding Globally

Fortune 500 hiring continued to grow globally in 2025, with exceptional growth rates in emerging markets.
This signals that Al adoption is enabling Fortune 500 companies to expand their human workforces
internationally — not contract them. Leading growth markets include:

YoY Hiring Growth

Country / Region (2024-25) Country / Region YoY Hiring Growth
Kuwait 82% Nigeria 37%
Belgium 64% UAE 36%

Qatar 57% Vietnam 36%
Brazil 35% Indonesia 34%
Norway 30% India 15%

Source: Draup, Fortune 500 Companies Hiring Characteristics, January 2026. YoY growth in Fortune 500 job openings by country,
2024-25 to 2025-26 period.
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THE LUMP OF LABOR FALLACY — AND WHY IT DOES NOT APPLY TO Al

Draup Insights directly confronts the central misconception underpinning Al displacement
scenarios: the 'Lump of Labor Fallacy' — the mistaken belief that there is a fixed amount of work in
an economy that Al can reduce. Economic history is unambiguous: new technologies do not shrink
the total stock of work; they transform its composition. ATMs did not eliminate bank tellers; they
freed tellers from cash handling and shifted them toward relationship banking, while lower branch
costs allowed banks to open more locations. Draup's analysis of over one billion job descriptions
across six years shows Al following this same pattern: Al skill mentions are growing fastest within
existing roles (business analysts, marketing managers, product engineers) rather than through
creation of separate 'Al specialist' positions — meaning Al is enriching current jobs, not displacing
them.

The Rise of 'Super Workers': Al as Human Multiplier

Draup Insights identify a defining workforce trend of 2025: enterprises are strategically investing in what
they call 'power workers' or 'super workers' — individuals augmented by Al tools to perform at multiples of
their previous output. Rather than reducing headcount, leading organizations are rewriting job descriptions
to explicitly delineate human and Al workloads, creating hybrid roles where the human brings judgment,
relationship, and creativity while Al handles information processing and routine execution.

This represents a fundamental shift in how firms think about productivity: instead of asking 'which jobs can
Al replace?’, the best-run enterprises are asking 'how do we help every worker do ten times more?' The
answer drives hiring, not cutting — companies need workers who can operate, govern, and scale Al-
augmented workflows.

Role Convergence: Existing Jobs Absorbing Al Capabilities

Draup's analysis of six years of job posting data reveals a critical pattern: the number of postings for
dedicated Al job titles grew only minimally, while Al skill requirements embedded into existing roles grew
dramatically. Business analysts are becoming data-savvy. Software developers are developing product
management skills. Marketing managers are acquiring Al analytics competencies. Financial analysts are
adding Al governance skills. Traditional role boundaries are blurring — creating richer, higher-value jobs
rather than eliminating positions.

Trend \ Draup Finding Implication
Al skills embedding in Growing 16—25% YoY across all Enrichment of existing roles, not
existing roles major business functions elimination
New dedicated Al-title Minimal growth vs. existing role Companies prefer upskilling over
postings Al-skill absorption new Al-only hires

Business analysts + data skills;

Role convergence . .
g devs + PM skills; finance + Al

Multi-disciplinary hybrid roles

hybrid rol di i
(hybrid roles) governance commanding premium wages
Job description Widespread: delineating human Structural integration of Al as a
rewriting vs. Al workload in new JDs workplace layer
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Draup Finding Implication
'Super worker' HR strategies prioritizing Al Productivity multiplier, not labor
investment augmentation over replacement substitution

Source: Draup Insights series (2024-2026); Draup analysis of 1B+ job postings over six years. draup.com/talent/insights

The Al Talent Supply Gap: More Demand Than Workers

One of the strongest empirical counter-arguments to the displacement narrative is the persistent shortage
of Al-capable talent. Despite rapid Al capability gains, the supply of workers who can effectively work with Al
systems remains acutely constrained:

2.2M 310K 73% 16.2%
Global workers with US Al-skilled Companies struggling Projected growth in
requisite Al skills professionals (leads to build quality talent computer & math
Draup Global Al globally) pipelines occupations 2023-

Report 2025 Draup Global Al Draup Insights 2025 2033
Report 2025 US BLS via Draup

The global Al talent pool of 2.2 million is profoundly insufficient relative to enterprise demand. The US leads
with 310,000 skilled Al professionals — a number that represents a fraction of the talent that Fortune 500
companies alone require to execute their Al strategies. This is not a labor market with too many workers and
too few jobs. This is a labor market with too many Al-era jobs and too few workers prepared to fill them.

DRAUP FRAMEWORK: THREE PATHS FOR ROLES IN THE Al ERA

Draup Insights establishes a three-category framework for how roles evolve under Al: (1) Roles
facing 'disruption-with-reskilling opportunity' — tasks change but the worker, upskilled, remains
central. (2) Roles 'disrupted beyond simple reskilling' — requiring deeper transformation or career
pivots, with policy support needed. (3) Emerging roles to support and manage Al systems —
governance, orchestration, ethics, and integration. Critically, the framework emphasizes TIME:
different roles transform at different speeds, and the adjustment window is typically far longer than
displacement scenarios assume. The implication is that gradual transformation — not sudden
displacement — is the operative mechanism. Workers have time to adapt when policy and
employer investment support their transition.

The Economics of Skills: Half-Life Shortening Creates Continuous Demand

Draup's 2025 Economics of Skills report documents that the half-life of tech skills has fallen below two years,
with approximately 40% of current tech skills expected to be partially obsolete by 2027 due to technical skill
fusion and Al adoption. This creates a continuous cycle of learning, reskilling, and redeployment — not a
one-time displacement event. The same dynamic that renders some existing skills obsolete simultaneously
creates demand for the workers who acquire the new skills that replace them.

The implication for labor demand is positive: skill obsolescence is not a threat to employment for workers
who remain in a continuous learning posture. It is a chronic feature of technological progress that has
always created more jobs than it destroyed — and the reskilling industry itself becomes a growth sector.
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3.The Wage and Productivity Dividend

The displacement narrative predicts collapsing wages as workers are pushed from white-collar roles into
lower-paying alternatives. Three independent research streams — from the IMF, MIT/NBER, and Draup —
point in the opposite direction: Al is raising wages, raising productivity, and disproportionately benefiting
less-experienced workers.

3.1. The IMF Evidence: Wage Premiums for New-Skill Workers

The IMF's January 2026 Staff Discussion Note (SDN/2026/001) analyzes millions of online job postings across
six economies and establishes a robust wage premium for new-skill workers:

Geography Metric Estimated Effect
US & UK Wage premium at job-posting level +3.0t03.4%

Avg wage gain per 1pp increase in

US local labor markets . +2.3%
new-skill share
Avg employment gain per 1pp
US local labor markets . . . +1.3%
increase in new-skill share
Germany local markets Wage gain per 1pp increase in new- +0.9%

skill share

New task incorporation associated

with Higher wages globally

Cross-country

Source: IMF Staff Discussion Note SDN/2026/001, January 2026. Online vacancy data, US, UK, Germany, Denmark, Brazil, South
Africa.

3.2. Brynjolfsson et al.: Al Boosts Productivity Most for Low-Skilled Workers

Perhaps the most significant empirical finding on Al and worker outcomes comes from Erik Brynjolfsson
(Stanford), Danielle Li (MIT), and Lindsey Raymond in their landmark NBER working paper 'Generative Al at
Work,"' now published in the Quarterly Journal of Economics. Studying the deployment of a generative Al
assistant across 5,179 customer support agents, they find:

15% 34% ~0%

Average productivity gain Productivity gain for Impact on already-expert
(issues resolved/hour) novice/low-skilled workers workers
Brynjolfsson, Li, Raymond — Brynjolfsson, Li, Raymond — Brynjolfsson, Li, Raymond —
NBER/QJE 2025 NBER/QJE 2025 NBER/QJE 2025
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THE GREAT EQUALIZER: Al BENEFITS THE LEAST EXPERIENCED WORKERS MOST

The Brynjolfsson et al. finding is transformative for the displacement debate. Al did not help the
best workers get better while leaving novices behind. It did the opposite: novice and low-skilled
workers gained 34% productivity, while experienced workers saw minimal incremental benefit. The
mechanism: 'the Al model disseminates the best practices of more able workers' — democratizing
expertise that previously required years to acquire. Beyond productivity, the study found Al
assistance improved customer sentiment, increased employee retention, and led to worker
learning. This is the opposite of a displacement dynamic. It is an empowerment dynamic.

3.3. Employer Wage Commitments: The WEF Data

WEF's employer survey confirms forward-looking wage expansion, not compression:

Employer Wage Strategy % of Employers Committed

Anticipate allocating greater share of revenue to wages 52%

Expect wage share of revenue to decline 7%

Planning to hire specifically for Al skills (premium wages) 70%
Priority: aligning wages with productivity and performance Primary driver

Source: WEF Future of Jobs Report 2025.

4. Augmentation, Not Automation: The Real Human-Al
Frontier

The displacement narrative assumes humans and Al are in competition for the same tasks. Three
independent research streams — Anthropic's usage data, the MIT Sloan EPOCH framework, and Harvard
HBS's augmentation-prone job analysis — all point to a fundamentally collaborative reality.

4.1. Anthropic Economic Index: Collaboration Dominates

Analysis of anonymized Claude.ai interactions in November 2025 finds that augmented interactions —
where humans learn, iterate, and get feedback from Al — account for 52% of usage, while fully automated
interactions account for 45%. The augmented share rose by 5 percentage points from August to November
2025 — moving away from automation and toward collaboration as Al capabilities matured and users found
deeper value in working with Al rather than merely delegating to it.

52% +5pp 3,000+ 2-5yr

Augmented Increase in Unique work tasks Time to US-wide Al
interactions augmentation share observed in Al usage usage equalization
(Claude.ai, Nov 2025) (Aug-Nov 2025) Anthropic Economic (10x faster than prior
Index GPTs)
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Anthropic Economic Anthropic Economic Anthropic Economic
Index Index Index

4.2. MIT Sloan EPOCH: 5 Human Capabilities Al Cannot Replace

Roberto Rigobon and Isabella Loaiza at MIT Sloan (March 2025) analyzed 19,000 tasks across 950 job types
to identify where human workers remain irreplaceable — and where Al fails. Their EPOCH framework

identifies five capability categories:

EPOCH
Capability

Description Labor Market Trend

Emotional intelligence, caring, human

. Associated with employment GROWTH
connection

Empathy (E)

Physical presence, dexterity, real-

world interaction Associated with employment GROWTH

Presence (P)

Opinion / Ethical reasoning, high-stakes Associated with employment GROWTH —
Judgment (O) decisions, expertise largest effect from 'Hope'
Creativity (C) Original ideation, qe5|gn, artistic Associated with employment GROWTH

expression

Hope (H) Motivation, inspiration, vision, Among the top contributors to

P purpose employment growth

Source: Loaiza, |. and Rigobon, R. (2025). The EPOCH of Al: Human-Machine Complementarities at Work. MIT Sloan / SSRN 5028371,
March 2025.

MIT FINDING: HUMAN-INTENSIVE TASKS ARE INCREASING, NOT DECREASING

The MIT EPOCH study finds that human-intensive tasks — those requiring EPOCH capabilities —
have actually INCREASED between 2016 and 2024. Furthermore, tasks newly added to the O*NET
occupational database in 2024 have higher levels of EPOCH capabilities than tasks that previously
existed. This is the direct opposite of what displacement scenarios predict. As Al automates routine
cognitive work, the economy is creating more work that requires uniquely human capabilities —
and paying more for it. All five EPOCH capability groups are associated with employment growth,
with the greatest effects in Opinion/Judgment and Hope.

4.3. Harvard HBS: Augmentation-Prone Jobs See Rising Demand and Skill
Complexity

Harvard Business School Working Paper 25-039 ('Displacement or Complementarity? The Labor Market
Impact of Generative Al') provides the clearest segmentation of Al's heterogeneous labor market effects.

12
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The key finding: the impact of Al depends critically on whether a role is automation-prone or augme
prone.

ol Thzs Demand

Al Effect on Labor Al Effect on Skills Net Human Labor

Required Outcome

Automation-prone roles
(structured cognitive Simplifies (fewer
o Decreases s
tasks, repetitive specialists needed)
processing)

Displacement pressure

Augmentation-prone Increases in
rolefs (Judgment, INCREASES ‘ complexity (Al Rising demand + rising
creativity, complex literacy + advanced pay
problem-solving) skills)

Source: HBS Working Paper 25-039, Displacement or Complementarity? The Labor Market Impact of Generative Al, 2025.

The HBS finding is critical: generative Al 'creates new demand in augmentation-prone roles, suggesting that
human-Al collaboration is a key driver of labor market transformation.' Workers in these roles must develop
complementary capabilities — Al literacy, advanced analytical skills, creative problem-solving — which
command wage premiums. The Draup data on rising Skills Density (an average of +3.5 skills per role across
Fortune 500 functions) directly validates this finding at scale.

4.4. Accenture’s Julie Sweet: “Humans in the Lead, Not Humans in the Loop”

Perhaps the most powerful corporate articulation of the augmentation thesis came from Accenture CEO
Julie Sweet at the India Al Impact Summit in February 2026. Sweet drew a critical distinction that reframes
the entire human-Al relationship: the future belongs to organizations that put “humans in the lead, not
humans in the loop.” The difference is profound. “Humans in the loop” implies Al drives decisions while
humans merely supervise. “Humans in the lead” positions Al as a capability amplifier under human direction
— precisely the augmentation dynamic that Anthropic, MIT Sloan, and Harvard HBS document
independently.

Sweet’s framing is backed by Accenture’s own C-suite survey across 20 countries, in which 78% of executives
identified growth — not cost reduction — as Al’s greatest benefit. This is a decisive data point: the
companies actually deploying Al at scale see it as a growth engine, not a headcount reduction tool. When
the world’s largest professional services firm — with over 350,000 employees in India alone and revenues
that have grown from $29 billion (2013) to $70 billion (2026) — explicitly frames Al as a driver of workforce
expansion rather than contraction, it validates the augmentation thesis with enterprise-scale evidence.

Source: Julie Sweet, Keynote Address, India Al Impact Summit, New Delhi, February 19, 2026. Accenture C-
Suite Al Survey (20 countries, 2026).

5.The CHRO Action Agenda

The evidence across WEF, IMF, MIT, Harvard, Stanford, Yale, Goldman Sachs, and Draup suggests that Al will
transform how work is organized far more than it will eliminate human labor. For enterprises, the central

— S S
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for human-Al collaboration?”
This places the CHRO at the center of the Al transition.
Five priorities are emerging for workforce leaders:

Redesign jobs for human-Al collaboration.
Roles will increasingly allocate tasks between humans and Al. Al performs data processing and
routine analysis, while humans focus on judgment, interpretation, and decision-making.

Build enterprise-wide Al literacy.
The most valuable employees will be those who can effectively operate and interpret Al tools. Al
literacy is rapidly becoming a baseline workforce capability.

Plan capabilities, not just headcount.
Al changes worker productivity. Workforce planning must shift from counting roles to developing
capability portfolios that combine domain expertise with Al-enabled workflows.

Accelerate continuous reskilling.
Skill half-lives are shrinking rapidly. Organizations that treat learning velocity as a strategic capability
will adapt far faster than those relying on periodic training.

Expand Al governance talent.
As Al scales, demand is rising for roles responsible for governance, model risk management,
compliance, and responsible Al oversight.

Taken together, these shifts point to a new workforce architecture: Al provides scale and analysis;
humans provide judgment, creativity, leadership, and accountability.

For CHROs, the Al transition is therefore not primarily a technology change. It is a workforce
transformation challenge—and one of the most strategic leadership responsibilities of the coming
decade.

6. The Reskilling Revolution Is Already Underway

One of the weakest assumptions in displacement scenarios is that workers cannot retrain faster than Al can
displace them. The institutional data contradicts this: workforce adaptation is accelerating at historically
unprecedented rates across firms, workers, and governments.

6.1. Employer Investment in People

Employer Workforce Strategy % of Employers Committed
Prioritizing upskilling of current workforce 85%
Hiring staff with new Al-related skills 70%
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Employer Workforce Strategy % of Employers Committed

Transitioning staff from declining to growing roles 50%
Increasing share of revenue allocated to wages 52%
Adopting DEl initiatives to expand talent pools 83% (up from 67% in 2023)
Workers who have completed reskilling (2025) 50% (up from 41% in 2023)

39% (down from 44% in 2023, 57% in

Skill instability rate (share of skills becoming outdated) 2020)

Source: WEF Future of Jobs Report 2025. Survey of 1,000+ employers representing 14M+ workers.

The skill instability trend is particularly important: the share of existing skills becoming outdated is falling —
from 57% in 2020 to 44% in 2023 to 39% in 2025. As Al tools become established in workflows and worker
training catches up, the pace of disruption is actually slowing. Workers are adapting faster than the
technology is displacing.

6.2. Draup Signals: Fortune 500 Expanding Contract and Specialist Hiring

Draup documents an important structural shift in Fortune 500 workforce strategy that is often misread as a
negative signal: the rise of contract and specialist hiring. Contract job postings rose from 520 to 610 (a 17%
increase) across Fortune 500 companies. Far from being a sign of workforce reduction, this signals the
emergence of modular, expertise-driven workforce models — where companies supplement permanent
employees with highly specialized talent for specific Al-integration, engineering, and governance challenges.
Senior Research Associates, Telecom Specialists, Project Engineers, Senior Financial Analysts, and Fund
Accounting Specialists are among the fastest-growing contract categories.

6.3. Case Study: Accenture’s $865 Million Workforce Reinvention

Accenture provides the most instructive large-scale case study of Al-era workforce transformation. In
September 2025, the company initiated a six-month business optimization program with up to $865 million
in restructuring charges — a decisive investment in reskilling its 770,000-strong global workforce for Al. The
company’s approach illustrates the “reinvention, not reduction” pattern: while Accenture acknowledged it
would “exit” employees where reskilling was not viable, it simultaneously expanded its Al talent base from
40,000 Al and data professionals in 2023 to 77,000 in 2025, and committed to increasing overall headcount
in 2026.

CEO Julie Sweet emphasized at the India Al Impact Summit (February 2026) that the company is hiring more
entry-level workers than the prior year, but that “the skills we require and the way we are onboarding those
individuals is fundamentally different.” Sweet also stressed that formal education alone is no longer
sufficient, calling on governments and the private sector to collaborate on lifelong learning ecosystems — a
position that aligns directly with the IMF’s Skill Imbalance framework and the WEF’s employer reskilling
data. Accenture’s trajectory — growing revenue from $29 billion to $70 billion over thirteen years while
continuously transforming its workforce — demonstrates that large-scale Al adoption and workforce
expansion can coexist when underpinned by sustained investment in human capital.

Sources: Accenture Q4 FY2025 Earnings (September 2025); Julie Sweet, India Al Impact Summit Keynote,
February 2026; Fortune, CNBC reporting on Accenture restructuring (September 2025).
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7.The Green Transition, Care Economy, and Demographic
Tailwinds

Two structural forces that Al displacement narratives systematically underweight will drive enormous labor
demand regardless of Al's trajectory: the green energy transition and the global demographic shift. These
are not speculative — they are reshaping hiring today.

7.1. Green Jobs: The WEF's Fastest-Growing New Category

Green Job Role Growth Driver Al Relationship

Al assists design; humans build and
inspect

Renewable Energy

. Solar, wind, grid buildout
Engineers

. . . . Al models scenarios; humans implement
Environmental Engineers  Climate adaptation mandates

solutions
Autonomous & Electric T Al-enabled vehicles still need human
. . Transport electrification o
Vehicle Specialists specialists

Sustainability Specialists Corporate ESG requirements Al analyzes data; humans lead strategy

Carbon tracking and New occupation — Al-native but

Climate Data Scientists .
modeling human-led

Source: WEF Future of Jobs Report 2025. Three of five roles appear among the 15 fastest-growing globally. 47% of employers
identify climate-change mitigation as transformative to their business by 2030.

7.2. Demographics: The Labor Shortage That Rewrites the Story

The displacement narrative assumes a surplus of workers competing for a shrinking stock of jobs.
Demographics tell the opposite story in the world's largest economies. The WEF identifies aging and
declining working-age populations in high-income economies as a top labor market transformation driver —
creating structural labor shortages that will persist for decades regardless of Al's impact on productivity.

In this context, Al-driven productivity is not a threat to employment but a partial solution to a labor supply
problem that would otherwise constrain growth. Economies with shrinking labor forces — Germany, Japan,
South Korea, China — need Al to maintain output levels. They are not facing a surplus of displaced workers;
they face a deficit of workers that Al will help fill.

8.The New Jobs That Did Not Exist Before

A core claim of displacement scenarios is that Al, unlike prior technologies, can perform any cognitive task
— leaving no new category of human work to emerge. Current data directly refutes this claim.

8.1. The 60% Rule: Most Jobs Today Were Unimaginable in 1940

Research by David Autor (MIT), cited in Goldman Sachs analysis, documents that 60% of workers employed
today hold jobs that did not exist in 1940. The internet, computing, and biotechnology waves collectively
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researcher, cloud architect — that no 1940s economist could have predicted. There is no credible basis to
assume Al is the first technology that will break this 80-year pattern of occupational creation.

8.2. New Roles Emerging from Al Integration (Draup)

Draup's Fortune 500 data identifies the specific new role categories being created by Al adoption — roles
that did not exist, or existed only marginally, in the pre-Al enterprise:

Emerging Role Category Draup Signal ‘ WEF Confirmation

Al Governance & Model Risk 81% YoY growth in skill .
Among top fastest-growing globally

Specialists demand
Responsible Al / Ethics Fastest-growing governance . .
Officers skill cluster NE) CEREEEIRY, SN EICLY
RAG & AI‘Integratlon nghest—grow’Fh operator Al Part of fastest-growing tech roles
Engineers skills

LLM Orchestration &

. New skill cluster, shar
Workflow Automation P

Enabled by Al; human-managed

Specialists growth
Al imizati 77.6% YoY hinsi |
CostOPtlmlzatlon 6% Yo groyvt n slgha New function: CFO-adjacent Al roles
Architects mentions
Big Data / Al Strate Rising across consultin .
'8 / &Y ISIng . Hiting Part of WEF top 5 fastest-growing
Consultants functions

Sources: Draup Fortune 500 Hiring Characteristics (January 2026); WEF Future of Jobs Report 2025.

THE ACEMOGLU FRAMEWORK: Al IS A POLICY CHOICE, NOT A FIXED DESTINY

MIT economist Daron Acemoglu argues that Al's labor market impact 'is not destiny but a set of
choices shaped by costs, organizational design, and policy — determining which tasks are
automated and which new tasks are created.' His task-based model of economic growth shows that
for every task automated, the economy can generate entirely new tasks that employ humans — and
historically has done so. The outcome depends on whether companies and policymakers invest in
task creation (new roles, new workflows, new human capabilities) or purely in task substitution. The
Draup data on Fortune 500 hiring — with its booming Al governance, compliance, and integration
roles — shows that the largest US companies are already choosing the task creation path.
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9. Policy: The Difference Between Good and Gre
Outcomes

The evidence strongly supports a positive labor market future — but outcomes will diverge significantly
based on policy choices made in the next three to five years. The IMF, WEF, and leading academic
economists agree that the gap between optimistic and catastrophic scenarios is primarily institutional, not
technological.

9.1. The IMF Policy Framework: Skill Imbalance Index

Country Type \ Challenge Priority Policy Response

High skill demand,
constrained supply
(most advanced

Workers cannot meet Al-era

i ; Expand IT training across all study fields;
job requirements fast xp Ining udy fi

STEM investment; labor mobility

. enough
economies)
Strong skill supply,
insufficient demand Graduates cannot find jobs Foster innovation; improve access to
(some emerging using their skills finance; stimulate Al-adopting firms

markets)

Both demand and
supply gaps (lower- Structural mismatch at scale
income economies)

Coordinated education reform;
international skills partnerships

Source: IMF Staff Discussion Note SDN/2026/001. Policy priorities derived from Skill Imbalance Index and Skill Readiness Index.

9.2. Draup's Corporate Signal: Hire-for-Control and the Enterprise Al Stack

Draup's Fortune 500 analysis documents a specific hiring strategy shift that has important policy
implications: the rise of 'Hire-for-Control' as a complement to 'Hire-for-Growth.' The fastest-growing
Fortune 500 skill clusters in 2025 include Security, Privacy & Resilience (+27.5% YoY), Risk, Audit &
Compliance (+31.5% YoY), Al Governance & Model Risk (+81% YoY), and Cost Optimization & Margin
Protection (+77.6% YoY). These roles require highly trained, expert human workers. They cannot be
automated. And they are growing fastest precisely because Al is being adopted at scale — creating demand
for the governance and control infrastructure that responsible Al deployment requires.

The strategic logic is clear: 82% of HR teams plan to continue adopting more Al tools for talent management,
and 54% of executives report that Al has already increased productivity. But the same adoption creates the
need for responsible Al frameworks, bias detection, model risk management, and cost governance — all
human roles. Enterprise Al does not reduce the need for skilled human oversight; it multiplies it.

9.3. Sweet’s Policy Imperative: SME Access and Entry-Level Job Redesign

At the India Al Impact Summit (February 2026), Accenture CEO Julie Sweet identified two policy gaps that, if
unaddressed, risk concentrating Al’s benefits among large enterprises while leaving the broader economy
behind. The first is SME access: small and medium enterprises account for approximately half of global GDP
and 70% of employment in the Global South, yet they remain largely excluded from Al adoption. Sweet
urged public-private partnerships to democratize Al tools and infrastructure for SMEs — arguing that
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than concentrated corporate profits.

The second gap is entry-level job redesign. Sweet noted that Al is fundamentally changing what entry-level
work looks like, and urged companies and governments to commit to sustained entry-level hiring even as
role requirements evolve. This echoes the Brynjolfsson et al. finding that Al disproportionately benefits
novice workers (34% productivity gain) and the Stanford “Canaries in the Coal Mine” research identifying
early-career vulnerability in Al-exposed occupations. Sweet’s call to action — redesign entry-level roles for
the Al era rather than eliminating them — offers a practical corporate complement to the IMF’s institutional
policy framework: if entry-level pipelines are maintained and reimagined, the reskilling revolution can begin
at the point of hire rather than as a costly mid-career intervention.

Source: Julie Sweet, India Al Impact Summit Keynote, New Delhi, February 19, 2026. ANI, Business Today,
Storyboard18 reporting.

10. Addressing the Bear Case Arguments Directly

The scenario envisioning labor market catastrophe by 2028 makes specific empirical claims. Each can now be
assessed against current institutional evidence from nine research bodies:

Bear Case Claim \ Evidence-Based Counter

Yale Budget Lab (2025): No Al-related employment disruption

Unemployment reaches 10.2% by in CPS data through end of 2025. Global unemployment at
mid-2028 4.9% — a 34-year low (ILO). WEF projects net +78M jobs by
2030.

MIT EPOCH (2025): Human-intensive tasks increasing. HBS
(2025): Augmentation-prone roles seeing rising demand.
Brynjolfsson (NBER/QJE): Al boosts low-skilled worker
productivity 34%. Draup: Skills density rising across all
functions.

White-collar workers displaced with
nowhere to go

Goldman Sachs: 7% permanent GDP boost projected. IMF:
Consumer spending collapses as New-skill adoption raises wages 2.3% per 1pp increase. WEF:
labor income falls 52% of employers raising wage share. Multiplier effects from

high-skill growth lift low-skill wages via service consumption.

WEF: 170M new jobs vs. 92M displaced = 1.8:1 ratio. David
Autor (MIT), cited in Goldman Sachs: 60% of today’s jobs

New jobs cannot emerge fast enough  didn’t exist in 1940. Draup: 81% YoY growth in Al governance
roles — entirely new job category. Acemoglu: New task
creation is the historical rule, not exception.

MIT EPOCH: 19,000 tasks analyzed; 5 irreplaceable human
capability groups. Jones (Stanford 2026): Weak links

Al replaces all cognitive tasks framework — even infinite software automation raises GDP
by only 2%. HBS: Augmentation-prone roles see rising hiring
as Al spreads.
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Bear Case Claim Evidence-Based Counter

Brynjolfsson: Al disseminates best practices, raises low-skilled
Ghost GDP: output without income worker productivity. IMF: Employment gains alongside wage
circulation gains in new-skill markets. Draup: Fortune 500 expanding

hiring globally, raising role complexity and compensation.

Brynjolfsson NBER/QJE: Al improves customer sentiment,
Al adoption is uniformly negative for  increases employee retention, leads to worker learning. MIT
workers EPOCH: All 5 human capability groups associated with
employment growth. Yale: No apocalypse in actual CPS data.

Draup Insights directly refutes this: Al embeds into existing
roles, creating 'super workers' who do more — not replacing
The lump of labor: Al shrinks the them. 6-year job posting analysis shows Al skills growing
total stock of work within existing roles, not only through new Al-specific titles.
Skills half-life shortening creates continuous demand for
upskilled talent.

Draup Global Al Report: only 2.2M workers globally have
requisite Al skills. US leads with 310K. 73% of companies
struggle to build quality talent pipelines. Computer & math
occupations projected to grow 16.2% (2023-2033) vs 2.8%
overall — a chronic Al talent shortage, not surplus.

Al talent supply is adequate to
absorb displacement

Sources: Yale Budget Lab 2025; WEF Future of Jobs 2025; IMF SDN/2026/001; Brynjolfsson, Li & Raymond (NBER/QJE 2025); MIT
Sloan EPOCH (2025); HBS Working Paper 25-039 (2025); Stanford/Jones (2026); Anthropic Economic Index (2025); Draup (2026);
Goldman Sachs Research.

11. The Intelligence Dividend: Why Al Expands Human
Work

Nine leading research institutions — the World Economic Forum, the International Monetary Fund, Draup,
MIT Sloan, Harvard Business School, Stanford University, Yale’s Budget Lab, Goldman Sachs Research, and
Anthropic — have independently examined the impact of artificial intelligence on the labor market. Despite
different methodologies, their findings converge on a consistent conclusion: the Al era is far more likely to
expand work than eliminate it.

The World Economic Forum projects net global job creation of 78 million by 2030. The IMF documents wage
premiums for workers adopting new skills. Draup’s analysis of more than one billion Fortune 500 job
descriptions shows Al capabilities embedding across nearly every business function. MIT Sloan and Harvard
Business School find rising demand for human-intensive capabilities such as judgment, creativity, and
leadership, while Brynjolfsson and collaborators demonstrate measurable productivity gains from Al tools.
Yale’s labor market monitoring finds no evidence of large-scale disruption, and Goldman Sachs projects that
generative Al could raise global GDP by seven percent through productivity gains.
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composition of work rather than eliminating the need for human labor.

As Al expands access to analysis and cognitive assistance, the value of uniquely human capabilities —
judgment, creativity, leadership, ethical reasoning, and relationship building — rises. Job roles are becoming
more complex, skill density within roles is increasing, and entirely new categories of work are emerging,
including Al governance specialists, responsible Al leaders, and model risk managers.

The defining workforce challenge of the Al era will therefore not be a shortage of jobs. It will be a shortage
of workers prepared to operate in an Al-augmented economy.

For enterprise leaders, this places workforce strategy at the center of the Al transition. Organizations that
treat Al primarily as a cost-reduction technology will capture only a fraction of its potential. The companies
that succeed will be those that redesign work around human-Al collaboration and invest aggressively in
workforce capability, reskilling, and responsible Al governance.

History offers a clear guide. Every general-purpose technology — electricity, computing, and the internet —
initially triggered fears of labor displacement. In each case, the long-term outcome was the creation of new
industries, new forms of work, and higher-value human contribution.

Artificial intelligence appears to be following the same pattern.

As intelligence becomes abundant, the economic value of uniquely human capability increases.

That is not a crisis.

It is the beginning of a labor market renaissance.

THE 2028 BASE CASE: WHAT THE EVIDENCE ACTUALLY SUPPORTS

Based on the nine institutional research bodies surveyed in this paper: Global unemployment near
record lows, with no Al-induced disruption visible in current employment data (Yale). Net 78M+
new jobs created since 2025, with fastest growth in Al governance, green transition, healthcare, and
education (WEF). Al governance and compliance roles growing 81% YoY as Fortune 500 companies
create entirely new job categories to manage Al at enterprise scale (Draup). Rising wages for
workers adopting new skills, with the productivity gains disproportionately benefiting less-
experienced workers (IMF, Brynjolfsson). Human-Al collaboration as the dominant work mode, with
augmentation outpacing automation on the largest Al platform (Anthropic). A permanent 7% boost
to global GDP as the productivity dividend from Al investment materializes (Goldman Sachs). This is
the base case the evidence supports — not the catastrophe.
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A. World Economic Forum — Future of Jobs Report 2025

Survey: 1,000+ employers, 14M+ workers, 22 industry clusters, 55 economies. Published January 2025.

Statistic Value

170 million (14% of current

New jobs created (2025-2030)
employment)
Jobs displaced (2025-2030) 92 million (8% of current employment)

78 million (+7% of current

Net job growth
employment)

-, 35M+ (healthcare, social work,
Care economy additions
personal care)
Employers prioritizing upskilling 85%
Workers completed reskilling (2025) 50% (up from 41% in 2023)

39% (down from 44% in 2023, 57% in

Skill instability rate 2020)
Employers increasing wage share 52%

Majority human-led, with growing
Augmented vs automated task delivery by 2030 machine share (exact split not
specified in WEF report)

Global unemployment (2025) 4.9% — lowest since 1991 (ILO)

B. Draup — Fortune 500 Companies Hiring Characteristics (January 2026)
Database: 1B+ global job descriptions. Fortune 500 companies, global. Published January 2026.

Statistic ‘ Value
Al skills growth: Customer Support & Service 24.8% YoY (2024-25)
Al skills growth: Sales & Marketing 23.6% YoY
Al skills growth: Industrial Manufacturing 23.0% YoY
Skills Density change: Data Engineering 15.22 to 19.15 skills/JD (+3.93)
Skills Density change: Software Engineering 14.52 to 18.29 skills/JD (+3.77)
Al Governance & Model Risk skills growth 81% YoY — fastest-growing skill cluster
Cost Optimization & Margin Protection skills growth 77.6% YoY
Fortune 500 contract job postings 520 (2024-25) to 610 (2025-26), +17%
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Statistic

290K to 180K (early signal; flagged as
preliminary)

Finance: High-Al-augmentable roles external hiring

Top growing country: Kuwait 82% YoY hiring growth

C. IMF Staff Discussion Note SDN/2026/001 (January 2026)

Authors: Jaumotte et al. Online vacancy data across six economies: US, UK, Germany, Denmark, Brazil,

South Africa.
Statistic \ Value
Wage premium for new-skill postings (US & UK) 3.0-3.4% at job-posting level
Wage gain per 1pp new-skill share (US local markets) +2.3%
Employment gain per 1pp new-skill share (US) +1.3%
Wage gain per 1pp new-skill share (Germany) +0.9%
Share of advanced economy postings requiring new skills ~10%
Emerging markets ~5% — half the advanced economy rate

D. Brynjolfsson, Li, Raymond — Generative Al at Work (NBER/QJE 2025)

NBER Working Paper 31161. Published in Quarterly Journal of Economics 140(2): 889-942. Study of
5,179 customer support agents.

Statistic \ Value
Average productivity gain (issues resolved/hour) 15%
Productivity gain for novice/low-skilled workers 34%
Impact on experienced/expert workers Near zero (no significant effect)

Improved customer sentiment; higher

Additional benefits . .
employee retention; worker learning

Al disseminates best practices of high-

Mechanism . .
performing workers to novices

E. MIT Sloan — EPOCH of Al (Loaiza & Rigobon, 2025)
SSRN Paper 5028371, March 2025. Analysis of 19,000 tasks across 950 job types.

EPOCH Capability Employment Growth Association
Empathy Positive employment growth
Presence Positive employment growth
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Opinion / Judgment
Creativity

Hope

Human-intensive tasks trend (2016-2024)

New O*NET tasks added (2024)

EPOCH Capability Employment Growth Association

Positive employment growth — second-
largest effect

Positive employment growth

Positive employment growth — LARGEST
effect

INCREASING (contradicts displacement
narrative)

Higher EPOCH capabilities than existing
tasks

F. Harvard HBS Working Paper 25-039 (2025)

'Displacement or Complementarity? The Labor Market Impact of Generative Al.' HBS Working Paper 25-

039.
Finding Detail

Automation-prone roles
Augmentation-prone roles

Post-Al skill requirements
(augmentation)

Overall conclusion

Reduced labor demand; simplified skills; displacement pressure

INCREASED labor demand; higher skill complexity; employment
growth

Al literacy + advanced analytical + creative problem-solving

Human-Al collaboration is a key driver of labor market
transformation

G. Yale Budget Lab (2025) — Al Labor Market Monitoring

Quarterly CPS-based monitoring through November/December 2025.

Finding Detail

Overall employment
disruption

Al exposure vs employment
changes

Occupational mix changes

Trend predates Al
Early-career signal (Stanford)

Overall assessment

No discernible disruption since ChatGPT launch (33 months)

No significant relationship in CPS data

Slightly faster than historical baseline, but 'not markedly so'
Occupational change acceleration predates widespread Al adoption

6% decline in 22-25 yr old Al-exposed roles; 6-9% growth for older
workers

'If Al is roiling the job market, the data isn't showing it'

24

e



THE 2028 LABOR MARKET RENAISSANCE

H. Goldman Sachs Research

Generative Al Could Raise Global GDP by 7% (2024); How Will Al Affect the Global Workforce?

Statistic ‘ Value

Projected permanent GDP boost from generative Al 7%

Annual labor productivity growth boost 1.5 percentage points over 10 years

Jobs with some automation exposure ~300 million full-time equivalents (global)
Share of today's jobs that didn't exist in 1940 60%

2027 onwards (with sustained

Expected timeline for major labor market impact oroductivity gains through late 2030s)

I. Draup Insights Series — Key Data Points
Multiple editions, 2024-2026. draup.com/talent/insights

Newsletter / Report Key Statistic or Finding

6-year job posting analysis: Al skills growing in EXISTING roles,
not only new Al-specific titles — roles are enriched, not
eliminated

Lump of Labor Fallacy (Draup
Insights)

Three-part role framework: disruption-with-reskilling;
disrupted-beyond-reskilling; emerging Al-management roles.
TIME is critical variable.

Framework for Future of Work
(Draup Insights, Jan 2025)

Strategic Workforce Planning HR strategies shifting toward 'super workers' / 'power workers';
(Draup Insights) job descriptions rewritten to delineate human vs. Al workloads

Tech skills half-life now < 2 years; 40% of current tech skills

2025 E i i
3Bl partially obsolete by 2027 due to Al adoption

APAC and LATAM fastest expansion in tech talent globally;
2025 Economics of Skills Report sustained double-digit salary growth in India, Mexico,
Philippines

Global Al talent pool: 2.2 million workers with requisite skills;

Eliofeel Al Gzt (e 2025) US leads with 310K, China 210K

73% of companies face challenges building quality talent

2025 Workforce Analytics Forecast pipelines due to widening skill gaps and rising talent costs

Fortune 500 Hiring Report (Jan Al governance & model risk skills: +81% YoY — fastest-growing
2026) skill cluster in enterprise hiring

Fortune 500 Hiring Report (Jan 82% of HR teams continuing to adopt Al tools; 54% of

2026) executives report Al has already increased productivity

Role consolidation: operators of Al in demand; Fortune 500
moving from Al experimentation to Al integration as default
workflow

Fortune 500 Hiring Report (Jan
2026)
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J. Stanford — Jones (2026) & Brynjolfsson (2025)

Jones (2026): A.l. and Our Economic Future, Stanford GSB/NBER. Brynjolfsson, Chandar, Chen (2025):
Canaries in the Coal Mine.

Finding Detail

US GDP per capita growth ~2% annually for 150 years — through all prior GPTs

Automating software tasks
(2% of GDP)

Raises total GDP by only ~2% even with infinite supply (weak links)

Stanford Canaries in Coal Mine 6% employment decline: 22-25 yr olds in Al-exposed roles

Stanford Canaries: older 6-9% employment GROWTH (older cohorts in same Al-exposed
workers fields)

Overall Stanford/Yale Targeted early-career displacement; no economy-wide employment
consensus crisis

13.
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