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Redefining the HR Organization of Tomorrow

HR teams today are under immense
pressure — managing disconnected
systems, growing service demands, and
rising employee expectations — while
struggling to deliver fast, accurate
support. Delayed responses lead to
frustrated employees and
disengagement that threatens retention.

The future of Alin HR is set to change
that.

Unlike traditional automation that
follows predefined rules, artificial
intelligence brings adaptability and
intelligence to HR workflows. It enables
systems to understand context, learn
from interactions, and even make
decisions in real time. That means
smarter HR help desk routing,
self-service chatbots that can
intelligently resolve common requests,
personalized onboarding workflows
tailored to role and location, and policy
tools that interpret intent.

With Al, HR teams can more easily
personalize support, detect issues before
they escalate, and continuously deliver
the responsive experience that defines a
high-performing HR department.

Keith Sayewitz

Auxis
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Nearly 90% of employees who use

Al daily report higher productivity,
according to Betterworks’ 2025 State of

Performance Enablement report.!

Al in HR adoption is increasing. More
than 40% of organizations now use Al in
HR tasks, up from just 26% in 2024, states
the Society for Human Resource
Management (SHRM)'s 2025 Talent
Trends.?

Yet, 55% of HR leaders say their current
technology stack doesn’t meet current
and future business needs (Gartner’s
2025 Top HR Trends)3. And 76% believe
their function will fall behind if they don’t
adopt Al solutions like GenAl in the next
12 to 24 months, Gartner reports.

So, where do you begin?

This report offers a roadmap to Al in HR
in 2026 — exploring the technologies, use
cases, and strategies needed to build a
future-ready HR function.

Commercial Managing Director
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What Al in Human Resources
Tools Should You Consider?
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Al for HR isn’t one-size-fits-all. Different types of Al support different goals, including automating
repetitive tasks and making complex predictions. Many HR Al tools combine multiple Al systems
to power smarter, more personalized, and efficient experiences across the employee lifecycle.

Here are the key Al tools driving results in human resources:

Agentic Al in human resources represents the
next evolution of intelligent automation.
While many Al tools handle isolated tasks like
parsing documents, generating content, or
analyzing data, Agentic Al enables
autonomous software agents that can plan,
reason, and execute multi-step workflows
that were previously beyond the reach of
traditional automation.

When deployed through orchestration
platforms like UiPath Maestro, these Al agents
for HR can coordinate siloed technologies,
automate cross-functional actions, and
adapt to changing inputs and business rules
with minimal human intervention.

The impact on employee experience and
workforce agility is clear. Consider the
example of a name change. Instead of
updating each system manually, Al agents
for human resources synchronize changes
across payroll, tax documents, ID systems,
and benefits portals in a single automated
flow. During onboarding, they can assign the
right tools, system access, training modules,
and compliance tasks based on an
employee’s role, location, and seniority,
without manual coordination.

www.auxis.com

Agentic Al (Al Agents)

Agentic Al in HR is designed with built-in
safeguards: While agents can operate
autonomously across most tasks, their
authority is limited on high-impact decisions
that require human judgment. For example,
an agent can screen resumes and
recommend top candidates for a job but
would not make final hiring decisions.

Currently, HR adoption of Agentic Al sits at
just 15%, but HR executives expect that
number to spike to 64% within two years
(salesforce 2025 Agentic Al HR survey)“—
opening the door to a fundamental shift in
how HR operates.
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Generative Al (GenAl)

GenAl is transforming HR content creation by
drafting job descriptions, onboarding materials,
training resources, internal communications,
and performance summaries. It powers
intelligent chatbots and conversational Al
experiences that interpret natural language to
handle FAQs, benefits inquiries, and onboarding
support in real time.

GenAl also supports higher-level HR tasks like summarizing data for workforce planning, policy
development, and feedback cycles.

Yet, while 75% of business leaders expect Generative Al in HR to reshape their talent strategies
within two years, only 23% of organizations have made HR-specific GenAl investments —
signaling a major opportunity for early adopters to gain a competitive edge (Deloitte’s 2024
State of GenAl in Enterprise report).5

Machine Learning (ML)

Machine learning is transforming HR by
making processes smarter, faster, and more
personalized. It powers systems that can learn
from data and improve over time; for
example, identifying the best-fit candidates
for a job among thousands of resumes.

ML also adds predictive power to Al HR tools,
uncovering patterns in workforce data to
guide smarter decision-making. Common use
cases for predictive analytics include attrition
modeling, staffing forecasts, performance trend analysis, and compensation planning.

ML also supports talent segmentation to improve recruitment and workforce planning
outcomes.

www.auxis.com 6
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Intelligent Document Processing (IDP)

& Intelligent Xtraction and Processing (IXP)

HR teams are buried under mountains of
paperwork — from resumes to compliance and
onboarding documents. Al-powered IDP
alleviates the pain and frequent errors that
plague manual processing by automating the
extraction, classification, and processing of data
from structured, semi-structured, and
unstructured documents.

IXP takes IDP to the next level with a next-gen ability to read, extract, and act on that data —
orchestrating the whole downstream process automatically.

Together, these technologies take the busy work out of HR and turn document information into
clean, usable data in seconds — enhancing efficiency, accuracy, and compliance.

Robotic Process Automation (RPA)

While not “Al” in the strictest sense, RPA is a
critical building block in the evolution of Al in
HR. It automates repetitive, rules-based tasks
like payroll processing, data entry, tax filing,
compliance tracking, and document routing
— elevating staff to focus on more important,
less tedious work.

Today, RPA is increasingly deployed in tandem with Al technologies such as Agentic Al and
Generative Al. Together, they move HR beyond simple task automation toward more intelligent,
end-to-end HR workflows by acting as the “muscle” for executing tasks while Al serves as the
“brain.”

For example, RPA can pull candidate data such as name, role, and salary from the applicant
tracking system that allows GenAl to draft a personalized welcome email and offer confirmation.

Together, these Al and automation technologies enhance how HR teams operate, supporting
better decisions, improving service delivery, and creating more responsive, people-centered
workplaces.

www.auxis.com 7



5 Examples of Al in HR
Driving Real Results
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Here are use cases delivering real results across HR functions and the employee lifecycle:

Smarter employee self-service

Al is transforming self-service from static portals into dynamic, guided experiences that reduce HR
workload and boost employee satisfaction. Employees no longer need to submit tickets or wait for
responses to routine requests, thanks to intelligent virtual assistants that understand context,
interpret HR policies, and provide real-time support.

Al-powered HR self-service can:
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Answer frequently asked questions like “When does open enrollment end?” or “How
many PTO days do | have left?”

Recommend next steps based on user behavior or profile

Flag gaps in the knowledge base and suggest or even create new content

Guide new hires through onboarding and training tasks

Enable employees to complete everyday requests like updating dependents,
checking PTO balances, changing addresses, verifying benefits eligibility, and
resetting passwords without speaking to a human agent

Route more complex issues or requests to human agents

By helping employees resolve issues in real time, Al-enabled self-service deflects ticket volume,
accelerates HR response, and improves support quality across board. Paired with an Al-powered
help desk, it forms the foundation of a modern, scalable HR support model.

www.auxis.com
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Top Al-powered Automation Used by HR Service Desks

Chatbots as virtual agents:

Al can power chatbots to understand and respond to inquiries in a more human-like
manner, boosting employee satisfaction. More than half of service professionals
now rank Al chatbots as the most effective first point of contact, according to
HubSpot's 2024 State of Customer Service and Customer Experience survey.

Assisted knowledge management:

Al can assist in creating high-quality, informative content for self-service portals,
identifying frequently asked questions and automatically drafting knowledge
articles from existing data sources. It can also help ensure information shared with
employees is consistent and accurate across touchpoints.

Assisted self-service portals:
Empowering employees to resolve common issues independently through access to

intelligent online resources can significantly reduce ticket volumes and expedite
resolution times.

Predictive analytics:

Al can help analyze data patterns and predict potential issues, enabling help desk
teams to proactively address problems. It can also analyze past interactions and
preferences to tailor support for employees.

Intelligent automation:

Al-powered automation can significantly improve the efficiency of a service desk by
reducing manual tasks, increasing productivity, and speeding ticket resolution. That
includes routing tickets to the right agents and prioritizing requests, personalizing
interactions, and surfacing relevant knowledge base information in real-time for
agents based on user inquiries.

Source: 2024 Service Desk Institute survey

10
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HR help desk modernization

Al is redefining how employees access HR agents. It can also summarize case histories,
support. Instead of stopping at self-service, suggest responses, and flag patterns in
today’s Al-powered HR help desks act as inquiries that may signal larger issues.

powerful copilots for HR teams.
By equipping HR help desk professionals with

Al can classify and route incoming requests to faster insights and smarter tools, Al reduces
the right representative, prioritize tickets based  wait times, improves resolution rates, and

on urgency and context, and surface relevant allows HR teams to focus more on high-value,
policies or knowledge instantly for human people-first work.

| il ||.Il\|\1\ll\“\l\_

Al in back-office HR execution

Behind every HR service request lies a string of manual tasks — status updates, system entries,
approvals and more.

HR teams are under pressure: 92% of HR leaders cite lack of time and dedicated
personnel as their biggest barriers to achieving goals (SHRM)¢, and 76% say
their managers are overwhelmed by growing responsibilities (Gartner).?

These tasks can be automated through a combination of embedded features in HR platforms like
SAP, Workday, and UKG, as well as customized solutions that enhance or address critical gaps in
native functionality.

Al orchestrates these behind-the-scenes processes across systems to improve speed, accuracy,
and compliance. For example, Auxis leverages UiPath’s platform to design customized
automations beyond out-of-the-box capabilities, bringing tailored, intelligent solutions aligned
with each client’s unique HR ecosystem and needs.

www.auxis.com 1
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The following use cases show how HR Al tools can elevate daily service delivery:

IS

Status changes

Syncing changes such as promotions, transfers, and location updates across platforms
such as human capital management (HCM), payroll, and ID systems.

Onboarding workflows

Streamlining onboarding steps like login setup, background checks, and equipment
provisioning to ensure faster, more consistent starts.

Payroll administration

Applying routine adjustments like recurring bonuses and deductions, flagging anomalies
before payroll close, and supporting tax compliance through automated deduction
calculations, form generation, and filing.

Benefits administration

Simplifying enrollment by guiding employee selections, validating inputs, flagging
missing information, and generating confirmations. Al also can recommend
personalized benefits based on life events or employee data.

Contract and compliance updates

Automating policy acknowledgement and contract updates, ensuring proper routing
and compliance.

Process improvement

By analyzing support tickets, Al can identify bottlenecks and recurring issues, fueling
continuous process improvement.

Adopting Al-powered automation in human resources enables HR teams to shift from task
execution to experience strategy.

www.auxis.com 12
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Al across the employee lifecycle

From attracting top talent to improving retention and onboarding, Al is reshaping every stage of
the employee journey. These Al in HR examples highlight how forward-thinking teams can prepare
for the future of Al in HR.

Al Across the Employee Lifecycle

Talent Acquisition

Smart sourcing, resume
matching, predictive hiring

Engagement
& Retention

Sentiment analysis,
early risk detection,
tailored interventions

[Employee|

Automated workflows,
24[7 support, compliance

Performance

Management ~

Continuous feedback, KPI Personalized learning, skill
monitoring, actionable plans gap insights, upskilling

Talent acquisition

Al empowers recruiters to work faster and hire smarter. Key applications include:

> Job description generation based on internal needs, market insights, skills data, and
company values

> Resume scanning and candidate job-matching to identify top-fit applicants quickly
» Automated interview scheduling and 24/7 candidate communication via conversational Al
» Predictive analytics to evaluate likelihood of candidate success and retention

> Smart targeting to expand outreach and attract talent from underrepresented or
overlooked talent pools

www.auxis.com 13
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Onboarding and offboarding

A seamless entry and exit experience sets the tone for employee satisfaction and
organizational readiness. Al ensures both are efficient and consistent by:
> Delivering role- and location-based onboarding workflows tailored to each new hire

> Automating document collection, policy distribution, system access, and equipment
provisioning

> Providing 24/7 support for common onboarding questions related to benefits, training, and
first-day logistics

> Detecting signs of onboarding friction and nudging managers to intervene early

» Streamlining offboarding with automated exit surveys, access revocation, and asset
retrieval

Employees stay longer when they see clear growth opportunities at an organization. With the
help of Al and HR tools, organizations can personalize learning, close skill gaps, and support
internal mobility.

These examples show how automation in human resources is advancing talent development:

> Recommending personalized learning plans and programs aligned with individual goals
and business needs

> Adapting training content based on learner progress, behavior, and preferences

> Identifying high-potential employees for succession planning through Al-driven skill
planning

> Guiding reskilling and upskilling journeys with data-backed learning suggestions

www.auxis.com 14
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Performance management

With Al, performance management becomes a continuous, data-driven process that fuels
real-time development. Al systems now:

> Aggregate and summarize performance feedback throughout the year
> Monitor KPIs to surface individual and team strengths, skill gaps, and performance trends

> Empower managers and employees to co-create actionable development plans tied to
role-specific goals and competencies

These Al applications in HR help organizations shift from reactive reviews to proactive
performance enablement.

Employee engagement and retention

Happy employees are more likely to stay, and leveraging Al for HR Al helps organizations take a
smarter approach to keeping them engaged. Here's how Al elevates employee engagement
and improves retention:

> Analyzing feedback, surveys, and
communication patterns to assess
sentiment and morale \|

> Detecting early signs of disengagement
through behavioral trends and participation
signals

> Recommending tailored interventions,
learning paths, or content to re-engage
at-risk employees

> Personalizing internal messaging and
development experiences to drive deeper
connection and loyalty

www.auxis.com 15
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Al is transforming workforce planning by automating forecasting, analysis, and scenario
modeling, which helps HR teams make faster, more accurate talent decisions that align with
business goals.

(y

Predictive analytics leverages
historical data, HR market trends, and
business forecasts to anticipate staffing
needs and model the impact of
variables like attrition, organizational
growth, and restructuring.

Retention strategies improve as Al
identifies at-risk employees through
behavioral, performance, and tenure
patterns, thereby allowing HR to
intervene proactively.

Skills planning becomes more
strategic, with Al comparing current
workforce capabilities to future
demands and recommending targeted
hiring or upskilling efforts.

Narrative dashboards translate
insights into action, summarizing team
capacity, sales performance, and
attrition trends within specific business
units.

Career pathing is enhanced as Al
matches employees with internal
growth opportunities based on their
skills, aspirations, and organizational
needs, making workforce planning a
continuous process.

www.auxis.com
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What are the Challenges
of Alin HR?
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While Al holds significant promise for transforming HR operations, there are some challenges to

overcome.

According to Engagedly’s 2024 Al in HR report?, 17% of organizations say they
have no plans to use Al in HR, highlighting the ongoing uncertainty and uneven
readiness across the industry.

This hesitation stems fromm common concerns, including data privacy risks, bias, integration
issues, and the lack of clear governance frameworks.

Here are the key challenges to consider as you plan your Al journey:

Employee data protection

HR teams manage sensitive personal records such as social security numbers and performance
reviews. If Al systems handling recruiting, payroll, or employee case data aren’t designed with
airtight security, they risk breaches, regulatory fines, and broken employee trust.

Bias in hiring and promotions

Al in recruiting or talent management can inadvertently perpetuate bias if trained on skewed,
incomplete, or unbalanced data. For example, résumé-screening tools might favor candidates
from certain schools or backgrounds, and performance models might undervalue
underrepresented groups.

Lifewire reports that 44% of recruiters worry that Al tools may be more biased than traditional
selection methods.® Actively auditing outcomes is key to ensuring fairness.

Al literacy gaps

Many HR professionals aren’t equipped with the technical know-how to confidently adopt, govern,
or optimize Al tools. Only 30% of HR employees say they received the training they need to use Al
tools effectively, according to a 2025 Fortune magazine report.”°

Yet, without proper training, teams risk overestimating the technology’s capabilities or
undermining the intended value of Al use. For example, HR staff may misinterpret predictive
turnover analytics or underutilize tools, leading to poor employee experiences or misguided talent
strategies.

www.auxis.com 18
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n HR system integration issues

Al isn't plug-and-play in HR. Tools for recruiting, payroll, benefits, etc., need to connect seamlessly
to HCM suites like Workday, SAP, or UKG. If they don’t, HR can end up with siloed processes,
duplicate data, misreported metrics, or compliance risk that frustrate managers and employees,
including new hires.

E Balancing automation with empathy

HR is people-driven. Overusing Al for deeply personal HR moments like exit conversations,
employee relations, coaching, or performance feedback can undermine trust and damage
employee morale.

Employees expect empathy, not bots, in conversations about careers, grievances, or departures.
HR leaders must strike the right balance between efficiency and empathy.

ﬂ Cost and adoption barriers

Implementing Al for HR tasks can be resource-intensive. Smaller teams often lack the budget or IT
support to deploy advanced Al recruiting, payroll, or case management systems.

Even when leadership is on board, high upfront costs and staff resistance to new technologies can
stall progress, even when the long-term benefits are clear.

Www.auxis.com 17
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Implementing Al in HR
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Successfully navigating the complexities of Al in HR requires a structured, people-centric
approach grounded in clear goals, responsible governance, and thoughtful execution.

o'e

Gartner projects that 60% of enterprise organizations will have adopted a responsible
Al framework for their HR technology by the end of 2025, a move expected to enhance
employee experience and strengthen organizational trust.

The following best practices can help you unlock the full benefits of Al in HR:

Start small, pilot strategically, and scale with discipline

Begin with high-impact, low-complexity workflows like status updates, FAQs, or basic
'I document routing to reduce administrative workload and deliver early ROI. Design

pilots around clear KPIs, measuring both performance and user experience. Then use

those insights to refine your approach, encourage adoption, and scale with control

and confidence.

Invest in Al literacy
While Al doesn’t require everyone to become technical experts, it does demand

2 fluency. Provide role-based training, hands-on practice, and just-in-time learning to
help HR teams query tools, interpret results, and apply insights in real-world
scenarios.

Embed governance from day one

Some 60% of business leaders say their organizations lack a clear vision or plan to
implement Al (Microsoft Work Trend Index Report)", yet Al requires a dedicated
governance model that addresses bias, data privacy, and reputational risks. As the

3 Academy to Innovate HR (AIHR) notes in its 2025 HR Trends report’2, HR committees
and formal governance models are increasingly vital to applying Al responsibly in
sensitive areas like hiring, performance reviews, and employee monitoring.
Establishing clear guardrails from the outset is, therefore, critical to a safe, scalable Al
adoption.

www.auxis.com 20
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Lay the groundwork with clean data and optimized processes

4 Al is only as good as the data and workflows behind it. Audit HR systems for accuracy
and consistency. Standardize formats, eliminate silos, and rework inefficient
processes before applying automation.

Encourage bottom-up innovation and HR process champions
Some of the most valuable automation ideas come from frontline HR teams. Equip

5 them with the tools and autonomy to identify opportunities and test solutions. That
way, HR innovation becomes a shared initiative — enhancing enthusiasm and
adoption.

Measure both qualitative and quantitative impact
Beyond hard ROI, track softer outcomes such as reduced burnout, improved

6 employee experience, and increased time for creative, strategic work. These
intangible benefits of Al usage in HR are indicators of Al's value and often the biggest
drivers of lasting change.

Pilot thoughtfully and scale with discipline

7 Define success early with clear KPIs and user feedback loops. Use those insights to
refine execution and scale responsibly, balancing speed with governance, quality,
and a strategic roadmap that drives long-term adoption.

www.auxis.com 21
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How Tech-Enabled Nearshoring
Drives the Future of Alin HR
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Al is a catalyst for transforming HR from a reactive service into a proactive, strategic business
function — but technology alone isn't enough. Without centralized processes, standardized
workflows, and the right talent, adoption often stalls and results fall short.

e

More than 60% of business leaders say Al integration is challenging, according to the 2024
Service Desk Institute survey.” Not surprisingly, 87% of HR leaders are turning to HR
outsourcing to kickstart or accelerate Al adoption — seeking access to the tools, talent, and
expertise they lack in-house (Deloitte Global Outsourcing Survey 2024.)"

Tech-enabled nearshoring closes that gap. By combining Al-powered automation, agentic
orchestration, and standardized HR operating models with nearshore delivery in Latin America,
organizations gain real-time collaboration, seasoned HR talent, and scalability at a fraction of U.S.
costs.

This approach moves you beyond pilots and point solutions to embedded, end-to-end HR service
delivery — from HR help desk and case management to onboarding, payroll, and policy workflows
implemented with speed, governed responsibly, and scaled sustainably.

Auxis operationalizes that model, identifying high-impact use cases, designing and optimizing
workflows, and building an Al + shared services or outsourcing roadmap that balances efficiency
with the human touch employees expect.

Ready to turn Al potential into HR impact?
with our HR experts or for

strategies, and Learn more
about our HR tech-enabled outsourcing services

www.auxis.com 23
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About Auxis

Now part of Grant Thornton U.S., Auxis is a
leading consulting and tech-enabled
nearshore outsourcing pioneer focused on
helping organizations achieve a competitive
edge through innovative processes, leading
technologies, and world-class shared
services. Fortune 1000 and upper-mid-market
organizations have relied on Auxis’ customized
solutions across HR, Finance, IT, Customer
Service, and other business operations since
1997 to obtain real benefits and ROI from their
transformation programs. Auxis’ outsourcing
solutions are supported by its award-winning
Al and automation practice.

In HR, Auxis combines cutting-edge tech,
human-centered process design, and deep
expertise in building and running HR shared
services and outsourcing in Latin Americq, the
#1 HR outsourcing destination outside the U.S.

This model delivers measurable
improvements in resolution times, cost to
serve, controls, and employee experience.
Whether you're piloting your first Al in HR use
case or reimagining HR through a shared
services model, Auxis nearshoring solutions
provide the strategy, technology, and
operating framework to achieve real impact.

About Grant Thornton

Grant Thornton delivers professional services
in the U.S. through two specialized entities:
Grant Thornton LLP, a licensed, certified public
accounting (CPA) firm that provides audit and

www.auxis.com
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assurance services X and Grant Thornton
Advisors LLC (not a licensed CPA firm), which
exclusively provides non-attest offerings,
including tax and advisory services.

In January 2025, Grant Thornton Advisors LLC
formed a multinational, multidisciplinary
platform. The platform offers a premier
advisory and tax practice, as well as
independent audit practices. With almost 60
offices, the platform delivers a singular client
experience that includes enhanced solutions
and capabilities, backed by powerful
technologies and a roster of almost 13,000
quality-driven professionals enjoying
exceptional career-growth opportunities and
a distinctive cross-border culture.

Grant Thornton is part of the Grant Thornton
International Limited network, which provides
access to its member firms in more than 150
global markets.

Grant Thornton LLP, Grant Thornton Advisors LLC and their
respective subsidiaries operate as an alternative practice
structure (APS). The APS conforms with applicable laws,
regulations and professional standards, including those from

the American Institute of Certified Public Accountants.

“Grant Thornton” refers to the brand under which the member
firms in the Grant Thornton International Ltd (GTIL) network
provide services to their clients and/or refers to one or more
member firms. Grant Thornton LLP and Grant Thornton Advisors
LLC serve as the U.S. member firms of the GTIL network. GTIL and

its member firms are not a worldwide
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