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Introduction

Al is everywhere, and it's one of the central
talking points in the HR world today.

Despite that, HR professionals are

understandably apprehensive about what Al
means for the sector, and for our workplaces.

Al exploded onto the scene several We'll explore common use cases
years ago now, but its astronomical for Al in HR, the benefits and
acceleration really took off in 2022, strategic impacts of implementing
and it hasn't showed signs of these tools, as well as the

slowing down yet. challenges and risks.

In this eBook, we look at the Al Like most elements of business,
landscape at present and the rising challenges also present

influence it is having on the HR opportunities, as we discuss what
industry, and on organisations the future might look like in an Al-
around the world. centric world.
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Al's rising influence in HR

Most of us carry Al
capabilities in our
pockets. It's on our
smartphones and it's
made its way into our
daily routines, but how is
it shaping the global
world of work?

In the UK

31%

of employees say they now
regularly use Al at work, up from
22% in 2024.

Around the world

45%

of organisations currently use Al in
HR functions, with 38% planning to
in the near future, and just 17% not
planning to at all.

Across Europe, 38% of organisations
are now investing in Al to support
the workplace, increasing from 33%
in 2024.

The UK has emergedas a
frontrunner amongst its European
counterparts when it comes to Al
adoption within HR, with 55% of
businesses implementing it into
their operations.!

These statistics show the
unprecedented growth and
adoption of Al is continuing at a
rapid pace.

As a result, the working landscape
looks very different to how it did just
one year ago. Where will we be in
five years' time?

It's safe to assume that this
widespread adoption will only
expand over the next few years as
Alinfluences and reshapes the
tasks we perform at work, and in
some cases, the structure of our job
roles themselves.
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What's happening in the market?

The global Al market is
estimated to be worth
around $280 billion, and is
projected to reach $1.8
trillion by 2030.2

Across the business landscape, Al is
being invested and adopted in at
different rates. Industries such as
professional services and energy and
materials have seen the biggest YoY
increases in adoption, per McKinsey's
latest State of Al survey.3

However, the sectors with the heaviest
investment and the most active
deployments of Al at present include
financial services,
telecommunications and automotive
— these make up the largest spenders
and fastest growers in 20254

In terms of spending, the International
Data Corporation (IDC) projects that
Al-centric systems spend will rise
from $235 billion in 2024 to around
$630 billion by 2028, indicating where
business’ budgets and requirements
might be heading in the future.

The topic of Al first broke out into
the mainstream in 2016, when
artificial intelligence AlphaGo
defeated a world champion Go
player in a match in Seoul. AlphaGo
used machine learning to defeat
the human player and though it
wasn't a first (computers have
beaten humans at chequers and
chess previously), it did show that
Al was capable of learning — and
mastering — an ancient and more
complicated game.

Fast forward to 2022 and the
introduction of Open Al's ChatGPT,
and the internet and mainstream
media have remained ablaze with
the talk of Al, how to use it, and how
to embed it into your daily routine.
Where will it go from here, and how
can the HR sector embrace it
today?
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Practical applications of Al in HR

We've compiled some
examples of how Al can be
used to assist with various HR
tasks — from the simple to the
more complex. All slashing
the admin burden and cost
of manual work.

Recruiting and Hiring

Al can be used to write job
descriptions, screen CVs, and perform
candidate search automation. In the
UK, using Al in recruitment has tripled
YoY, with approximately 30% of
employers usingit. It's estimated that
Al recruiting tools can cut hiring costs
by up to 71% and save around 4.5
hours of time per week.5

HR Operations

Al tackles time-consuming tasks like
data entry and scheduling, helping to
improve and speed up decision-
making and workforce planning. It
can be helpful for predicting
employee turnover, forecasting
staffing needs, tailoring career paths
and setting out provisions for critical
or urgent scenarios within a business.
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Compensation and Benefits

Alis increasingly being used in pay
benchmarking. Approximately 22% of
employers currently use Al to bring
more structure and strategy to how
they compensate employees, with
63% saying they are considering
using it in the near future.®

Policy and Document Creation

At present, one of Al's most common
uses is in writing. In HR, Al is being
used to draft workplace policies,
create employee handbooks, design
form templates and structure
employment contracts. It is also a
useful tool for crafting engagement
surveys, eliminating some of the
time-consuming aspects of creating
these types of documents from
scratch.

Employee Experience

Al can be used to enhance employee
experience and engagement, for
example by analysing engagement
survey and exit interview responses. It
can also spot patterns in employee
data, including absence and
performance insights, to identify any
issues quickly, whilst proving
personalised interventions.



Benefits and strategic impacts

Automating and streamlining elements of HR's function
presents an opportunity to shift strategic focus, moving
away from the repetitive day-to-day tasks and towards
more decision-making and future planning.

Clearly, one of the biggest benefits The future outlook for the growth of Al
of using Al is the automation of in HR is only expected to grow. Just 1%
routine tasks, such as payroll of businesses consider their Al
processing, screening CVs, adoption and deployment to be fully
analysing data and more. mature’, so there is still a long way to

go in seeing how it can shift and

shape workplaces in the future.
The impact that these capabilities

has goes deeper than that though.
With more free time, HR
professionals can turn their
attention to larger, more complex
tasks such as workforce planning,
and implementing wider initiatives
and policies that benefit the
working lives of their employees.

According to a recent survey, 65%
of HR professionals believe Al
positively impacts HR.” Its ability to Automate your absence,
speed up traditionally leave & time management
cumbersome tasks, automate and with edays

ensure that work is always carried
out to the same standard,

eliminates the possibility of some

tasks falling through the cracks,

getting delayed, or being

overlooked.
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Challenges and risks

There's no doubt that there
are serious advantages to
bringing Al into your
workflows, but equally
important to consider are
the challenges and risks
that come with it.

When it comes to adoption
and investment, Al's
spectacularly rapid pace
could also be its hinderance.

What businesses choose to
deploy today, could quickly
become obsolete tomorrow.

That makes balancing short-term
gains with long-term strategic
objectives challenging. HR
professionals may choose to
implement tools that help them
keep up with urgent operational
demands today, without fully
reviewing how these tools may or
may not be useful in the longer
term.

Given the sheer number of Al-
centric tools out there (nearly 1in 4
startups in 2024 were Al or machine
learning-based companiess), it's
possible that HR might be feeling
overwhelmed with the choices they
have, resulting in decision fatigue.

Another major challenge for the HR
industry is Al's lack of transparency.

Whilst it is a useful tool for offering
predictions, driving decisions, and
providing solutions — the logic that
Al uses to generate such an
outcome is often unclear.

When candidates or employees
question an outcome, it may be
challenging for HR to explain,
understand or justify. If, for
example, a CVisrejected or alow
performance rating is given with
little to no explanation as to why, it
can lead to feelings of distrust,
perceived bias and unfairness.
Without the transparency, HR must
be wary of blindly following all Al-
driven outcomes without better
understanding of the methods and
logic used.
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Take Al with a pinch of salt

One of the biggest
challenges of using Al in HR
is its vulnerability to bias
and inaccuracy. Like
humans, it's capable of
making mistakes.

Bias in Al algorithms is a much-
discussed and ethically-charged
issue. Since Al tools learn from
historical (human-made) data, then
that data inevitably includes some of
our biases of the past, conscious and
unconscious.

Al is not only capable of replicating
that bias in its responses but also
amplifying it. Left unmonitored, it can
lead to widespread unfair and
unethical outcomes in key HR
decision-making and output.

It's important to ensure that the
historical data Al agents are trained
on is accurate and as unbiased as
possible. An Al trained on past hiring
data, for example, might
inadvertently favour unnecessary
skills and characteristics whilst
filtering out suitable candidates,
exacerbating existing flaws in a
company'’s hiring processes.

There is also a danger that the
person using Al is unwittingly
planting biases into their
prompts. If someone has a pre-
determined answer they would
like to reach, their prompt will be
worded in a way that ensures
that response is given.

It's therefore important that Al is
treated as an assistant. A useful
aid to enhance our work, rather
than allowing it to produce
content and data entirely without
input from us.
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Implementation

Despite the rapid global
adoption, there is no need to
buy Al for Al's sake. Here are
some considerations for
implementing Al tools into
your organisation.

What's the problem?

Start with the problem(s) you're
looking for Al to solve. Identify HR
pain points and align your Al
investment to measurable
outcomes.

Who needs to be involved?

Collaborate with finance, IT, and
legal and compliance experts to
assess budgets, risks, security
measures, and RO

What are the priorities?

Ensure prospective Al tools
integrate with your current tech
stack. Consider how well a tool will
be able to scale, and whether it can
expand from one use case to
several if needed.

1
-‘e Demystifying Al in HR: Now and in the Future

Do ethics and transparency fit in?

Opt for solutions that explain how
their Al's logic and algorithms work.
Ask about bias testing, and what
provisions are in place to evolve with
changing global regulations such as
the EU Al Act, GDPR, and UK ICO
guidance.

How secure is it?

Confirm where employee data will be
stored, and check anonymisation,
encryption, audit logs, and data
minimisation practices.

How do we use it?

Sounds simple, but upskilling
employees on how to use Al is
extremely important. Poor prompting
leads to poorer outcomes. Provide
internal guidelines for its usage,
stressing that Al input is advisory and
human judgement must prevail.

What do we gain?

As well as cost-savings, look at
potential productivity gains, for
example admin time saved, faster
decisions, and fewer project delays.



The future of Al in HR

While many HR
professionals feel
confident in the benefits

of Al, ethical, privacy and

security concerns are
undoubtedly justified.

The challenges associated with
implementing Al usage across an
organisation are clear — but
addressing those challenges now
sets businesses in good stead for
Al-assisted success in the future.

According to a recent survey,
around 40% of UK HR professionals
are concerned about Al replacing
the ‘human touch’ neededina
people-centred function. A further
38% say their organisations lack
internal Al expertise, while 39%
worry about ethical issues around
bias and transparency.!

Many HR professionals are also
witnessing their employees’ anxiety
around job security.

All valid concerns, and it is
paramount that these issues are
factored into investment and
deployment decisions.

The continued rapid growth of Al
might not necessarily see swathes
of jobs replaced — but rather
unburden certain job
responsibilities. Automating the
repetitive tasks whilst creating
more room for human judgement
and creativity. Continuous learning
in Al expertise will be essential, as
well as the need for roles that
specialise in ethics, transparency,
data protection, and Al best
practice and implementation.
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Conclusion

As with so many aspects of HR, a careful balance must
be struck when adopting Al tools. Its usage, positioning
and performance needs to be prudently managed for

a seamless experience and optimal outcomes.

o

Usage of Al tools requires With so many Al-powered resources
appropriate, ongoing training and at our disposal, it's easy to get lost in
upskilling in order to get the best out choice and direction. HR faces a
of them. Without adequate challenge in using tools that speed
knowledge and expertise, the tools up their tasks today, whilst planning
themselves can become a burden to for what the future will look like.
employees and your HR workflows.

The opportunity that Al provides HR
How Al is positioned within a business professionals, however, is a seismic
is critical — it is not there to replace shift towards innovation, connection
people’s jobs entirely, but to assist and leadership. Creating more space
and enhance them. Communication to focus on tasks that only humans
and guidance are key when can do, and steering a happy and
deploying new tools, with emphasis productive workforce towards
placed on human judgement always business growth and success.

having the final say.
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Automate your absence, leave &
time with edays

¢ 1,400

Organisations Worldwide

& 300,000

Users

) 25

Languages

Want to streamline how you
manage employee absence,
leave and working hours?

One centralised system for
managing sickness absence,
leave and attendance — from
simple holiday booking and
working locations, to identifying
key absence trends in your
organisation and tracking time
worked. Plus, automate your
processes for approving leave,
reviewing timesheets and more.

edays goes beyond and enables
you to understand why, when,
where and how your workforce
takes leave and absence. This
empowers your organisation to
support your people, be
compliant with local laws, and
increase employee wellbeing.

FALL 2025

FALL 2025
FALL 2025 EMEA

Users Most
Likely To
Recommend

High
Performer

Regional
Leader

MID-MARKET
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“edays

Built on absence expertise, edays
helps you manage employee
absence, time, and HR on a
global scale.

Getin touch today



http://www.e-days.com/
https://www.linkedin.com/company/e-days/
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