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Executive summary

The AI contradiction in HR

As Al continues to reshape the corporate landscape,
HR in the UK is facing a profound internal division.
Compared to other industries, HR is still very early
in its Al journey, sitting at 1.25% signalling density
behind several other sectors. Across the broader
workforce, we see that Al signalling is heavily led

by those teaching it to the rest of the workforce,

like professional training and coaching, alongside
highly strategic and analytical fields like research and
management consulting.

Yet, when we isolate the HR profession, a unique
contradiction emerges: despite being an early

adopter, the internal reporting of AI use is heavily
concentrated at the top of the ladder, with more
than 50% of all AI-signalling HR professionals
having 16+ years of experience. This shows Al
adoption within HR isn’t a grassroots, bottom-up
movement led by tech-savvy digital natives but instead
is being driven from the top down.

When we compared traditional HR career tracks
versus the emerging “Al cohort,” 2 different career
trajectories were revealed. Standard HR professionals
spend their early to mid-careers anchored heavily

in essential operational workflows, legacy risk
mitigation, and reactive roles and skills. Contrastingly,
those signalling AI competency appear to fast-track
beyond mid-career professionals in the standard HR
group, instead pioneering in specialised, data-driven
spaces like the HR Data Analyst role. This shows HR
professionals adopting Al are following the pattern

At a glance

Key takeaways

SENIORITY BIAS

More than 50% of HR profession-
als signalling Al use have 16+
years of experience. Al adoption
is currently being driven from the
executive suite down, not the

other way around. Data Analyst.

THE MID-CAREER DIVERGENCE

While standard HR tracks peak in reac-
tive customer service during the 6-10
year mark, Al-signalling professionals
pivot into proactive value sooner, as
indicated by specialised roles like HR

of other industries such as management consulting
and stepping into similar analytical and consultative
capacities.

This begs the question: Is Al transforming these HR
professionals into strategic visionaries, or are naturally,
analytical, senior leaders simply the ones gravitating
toward the technology first?

We predict it’s likely a mix of both. Forward-thinking
professionals are using Al as a cognitive engine to
automate heavy operational load, which in turn

frees up bandwidth to focus on macro-level business
transformation and organisational design years ahead
of their peers. There’s a massive strategic business
opportunity here to maximise these skills across
professionals of all experience levels. By embedding Al
tools and analytical training into early-career generalist
roles, organisations can scale these high-value strategic
capabilities across the remaining 98.75% of the

HR workforce.

Lee White
VP, Talent Strategy &
Intelligence

Linkedin

THE STRUCTURAL SHIFT

Al-signalling professionals completely clear
out foundational administrative tasks. Legacy
skills like HR policies and Microsoft Office
drop out of their top skills rankings entirely,
replaced instead by strategy and

change management.
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Al 1s here — now what do we do about it?

Across HR, talent acquisition, and human capital
management, Al isn’t a futuristic concept anymore,

but a tool actively reconfiguring the DNA of roles and
expectations. With change sweeping all industries at
breakneck velocity, it’s important to examine a snapshot in
time of how Al is shaping the UK’s workforce. Not only that,
but how HR is positioned compared to the wider market.
Are leaders implementing solutions that will help guard
against future uncertainty now? Is there room

for improvement?

One thing is certain — what got us to this point won’t

get us to the next. Although Al is positioned now as an
augmentation tool through enhanced productivity and
decision-making and not replacing functions, how is this
implementation affecting HR operations right now?

In this data-filled report, we’ll examine these effects and
lingering questions by taking May 2026 as a snapshot in
time in the UK to compare AI in the HR function,
what’s to come, and how to prepare as usage ramps up
across organisations.

What UK-wide HR supply data tells us

Al SIGNALLING IN Al SIGNALLING
ALL INDUSTRIES INHR
As of May 2026 As of May 2026
283,677
profiles
mentioning Al
(0.95%)
‘ 283,748
professionals who
currently work within
HR at any level
& o
professionals with f
publicly available
profiles
3,556
profiles
mentioning Al
(1.25%)
WHAT THE DATA IS TELLING US:
¢ Minimal Al signalling still exists in ¢ Al experience in HR remains low: * But Al-literate talent is growing: The

HR: When comparing the 30,000,000
publicly available professional profiles
online across all industries and roles,
only 283,677 (0.95%) of all public
profiles mention Al. This highlights how
small Al signalling remains within HR.

When comparing the 283,748 HR
workers in the UK across all levels,

only 3,556 (1.25%) reference Al
experience, showing how minimal it still
is in the function.

1:1 parity between talent signalling Al
experience (283,677) compared to
the entire HR population (283,748)
suggests Al-literate talent has matured
into a workforce as large as HR's entire
established profession.

This baseline helps us understand that although AI adoption across the HR function appears small, growth will continue,
and leaders must be ready to close skills gaps between entry-level workers and more experience professionals to ensure
widespread adoption is implemented in a way that will benefit everyone across the organisation.

Next, we're going to examine Al usage across 10 sectors and benchmark the HR industry to better understand ways it’s

currently being adapted.
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Al usage across industries

When conducting this research, it was important to reflect
accurately to gain insight on where AI adoption rates were
the fastest and how HR compared. This list breaks down the
same data viewed in 2 different ways.

Talent hubs breaks down all the professionals signalling
Al experience and answers the question: If everyone in the

UK who signalled AI use was brought into one room, what
would the top industries be, and what percentage of that
crowd belongs to each industry?

Adoption density removes the bias of varying industry
sizes and creates a level playing field to home in on the rate
of usage and implementation.

TALENT HUBS ' ADOPTION DENSITY *
Al % OF OVERALL TOTAL HEADCOUNT IN % OF

SIGNALLING Al SIGNALLING INDUSTRY INDUSTRY
Overall 283,677 n/a n/a n/a
IT & Services 13,849 4.88% 506,865 2.73%
Medical Practices 8,356 2.95% 389,912 2.14%
Computer Software 7,721 2.72% 162,011 4.77%
Professional Training & Coaching 7,296 2.57% 78,129 9.34%
Research 4,564 1.61% 116,828 3.91%
Construction 4,351 1.53% 672,275 0.65%
Health Wellness And Fitness 4,342 1.53% 224,204 1.94%
Financial Services 4,031 1.42% 365,967 1.10%
Management Consulting 3,840 1.35% 134,414 2.86%
Higher Education 3,700 1.30% 213,207 1.74%
Human Resources 3,556 1.25% 283,748 1.25%

! Shows the industries that have the highest absolute volume of talent reporting Al signalling.

Shows the true concentration of people who use Al within their specific industry, allowing us to see the real pace of adoption without being blinded by how big or small an industry is.

WHAT THE DATA IS TELLING US:

* Professional training is deeply concentrated: When we
use the adoption density lens to remove the bias of industry
size, professional training and coaching takes the top spot
at 9.34%. As a highly agile industry, coaches and trainers
are rapidly adopting Al to build new training programs,
design personalised learning pathways, and use Al tools
as instructional aids. They're signalling Al because they're
actively pioneering and teaching the rest of the workforce
how to use it.

IT & services naturally rank high in Al signalling: Because
these sectors are massive and Al naturally integrates into tech

roles, they (understandably) take up the largest slice of the pie

at 4.88% of Al signalling.

* Research and management consulting are notable players
in Al adoption: These industries rely heavily on massive
data synthesis, pattern recognition, and trend forecasting.
For consultants and researchers, Al has become a partner
for drafting reports, analysing complex data structures, and
accelerating market insights.

* HR still early to show significant usage: Human resources
sits at 1.25% across both areas. This tells us that while
Al is moving naturally through tech spaces and deeply
concentrating in training sectors, HR is still in the very
early stages of officially reporting and signalling its use on
professional profiles.

In summary

their skillsets to close this divide.

These top sectors and their high AT adoption rates tie directly to their core skills of data analysis, analytical skills, and
project management. For HR, it exposes these as key areas where skills gaps exist. But with gaps come opportunities
for growth and evolution. Next, we’ll go into our next dataset to see how Al-augmented HR professionals are shifting
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Standard HR vs.
Al-signalling HR:
The structural shift

YEARS OF
EXPERIENCE
As of May 2026
Standard HR profiles
. Al-signalling HR profiles
70K —
63,400
. /
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° 23,200 22700
3+
20,800
20K
10K H
1,700
623 474 501
0 I — I -
0-5 years 6-10 years 11-15 years 16+ years
YEARS OF EXPERIENCE

When examining this data, there’s a fundamental shift coming top down in HR — one that serves as confirmation to what
many HR leaders probably already know well. HR professionals who appear to be adopting AI aren’t transactional, back-
office administration roles, but rather rooted in business transformation, organisation design, and strategy.

WHAT THE DATA IS TELLING US:

¢ Experienced leaders (16+ years group) * Mid-career professionals (6-10 years) e There's a considerable opportunity
dominate Al adoption across HR, are the smallest pool, with only to close skills gaps across all HR
making up more than half of the entire 474 profiles. professionals when it comes to effective
group at 1,700 profiles. Al implementation.
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Looking at top job titles across HR for people in standard HR roles versus Al-signalled roles confirm these findings further,
illustrating a compelling reason to adopt AI: when implemented effectively, it has the power to equip HR to handle
high-level business changes and avoid reactive behavior.

It also shows Al-signalling professionals operate in entirely different role architectures than the general HR population.

1 Recruitment Consultant Recruitment Consultant 1 Recruiting Recruiting
2 HR Manager Senior Recruitment Consultant 2 Human Resources Management
3 HR Business Partner Talent Acquisition Specialist 3 Management Human Resources

4 HR Advisor

5 Recruiter

6 Senior Recruitment Consultant
7 Human Resources Manager

8 Human Resources Administrator
9 Recruitment Manager
10 Human Resources Assistant
n Recruitment Specialist

12 Human Resources Advisor

13 HR Administrator

14 Recruitment Resourcer

15 HR Assistant

Technical Recruiter

Talent Acquisition Partner
HR Manager

Director

Talent Acquisition Manager
HR Business Partner
Recruitment Specialist
Recruiter

Recruitment Manager
Senior Recruiter

Talent Acquisition Lead

Founder

4 Performance Management
5 Employee Relations

6 Customer Service

7 Change Management

8 Training

9 Employee Engagement

10 Talent Management

n HR Policies

12 Recruitment Advertising

13 Interviews

14 Leadership

Performance Management
Change Management
Talent Management
Training

Leadership

Coaching

Employee Engagement
Employee Relations
Interviews

Strategy

Technical Recruiting

Talent Acquisition

15 Coaching

The bold and italicized text indicates skills that appear in one group
but completely drop out of the top rankings for the other.

The bold and italicized text indicates titles that appear in one group
but completely drop out of the top rankings for the other.

WHAT THE DATA IS TELLING US:

* The general HR population focuses heavily on foundational,
customer-facing, reactive tasks, ranking higher on Customer
Service (#6 vs. #11in Al group) and baseline operational
skills like HR policies and Microsoft Office sit in their top
15 skills, whereas those in the Al-signalling group those
baseline admin skills drop out of the top 15 entirely.
They're instead replaced by proactive organisational
design capabilities like strategy, technical recruiting,
and personnel management, while business-critical
skills like change management and talent management
climb significantly higher in importance.

e The standard HR pool is highly populated by essential
operational and generalist support roles like HR Advisor,
HR Assistant, and HR Administrator. Comparatively, when
ranking the Al-signalling professionals, none of these
junior administrative roles even make it to the top 15,
and are replaced by senior executive roles like Director,
Founder, and Human Resources Director, alongside
highly specialised talent acquisition and technical
recruitment titles.

This may indicate a shift in workforce expectations — instead of keeping up with the latest Microsoft Office software, for
example, professionals will need to evolve their workflows to include useful automation that conducts repetitive tasks

on their behalf to allow more space for strategic thinking and human-centric innovation. Much like the switch from
analog typewriters to computers, this shakeup has a hopeful outcome of empowering people to elevate their work and the
collaboration of what’s possible, especially in HR, which leads with “human” by its very name.
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0-5 YEARS 6-10 YEARS 11-15 YEARS 16+ YEARS

0 20,800 RESULTS 23,200 RESULTS 22,700 RESULTS 63,400 RESULTS
=
i Human Resources Administrator 9.1% HR Business Partner 7.2% HR Manager 8.3% HR Manager 8.7%
g ﬂ Human Resources Assistant 9.0% HR Manager 6.5% HR Business Partner 8.0% HR Business Partner 7.0%
: E Human Resources Advisor 5.1% Human Resources Advisor 5.3% Human Resources Manager 41% Human Resources Manager 4.0%
- 4 E Human Resources Coordinator 4.2% Human Resources Administrator 4.8% HR Advisor 3.8% Head of HR 3.0%
a Q‘ HR Manager 3.8% HR Advisor 4.5% Human Resources Advisor 3.3% HR Advisor 2.7%
g HR Advisor 3.8% Human Resources Manager 4.2% Human Resources Business Partner 2.5% HR Consultant 2.5%
E Human Resources Officer 3.7% Human Resources Assistant 10.0% Human Resources Administrator 2.5% Human Resources Director 2.5%
5 HR Business Partner 3.3% Human Resources Officer 2.8% Head of HR 2.0% Human Resources Business Partner 2.3%
Human Resources Manager 3.1% Human Resources Business Partner 2.5% Human Resources Officer 1.9% Human Resources Consultant 2.3%
Human Resources Specialist 2.2% Human Resources Coordinator 2.2% Human Resources Assistant 1.8% Head of Human Resources 2.2%
Human Resources (HR) 33.0% Customer Service 39.9% Employee Relations 38.9% Performance Management 50.8%
ﬂ Customer Service 32.4% Micraosoft Office 33.6% Performance Management 36.3% Employee Relations 46.9%
g Microsoft Office 25.1% Human Resources (HR) 30.2% Customer Service 34.6% Change Management 43.2%
Time Management 23.4% Employee Relations 27.9% Employee Engagement 30.3% Employee Engagement 43.0%
Microsoft Excel 22.3% Time Management 26.8% HR Policies 29.3% HR Policies 37.7%
Employee Relations 19.1% Microsoft Excel 26.4% Human Resources 27.5% Human Resources 37.7%
English 17.5% Performance Management 20.7% Microsoft Office 25.6% Talent Management 36.6%
Problem Solving 17.1% English 20.4% Change Management 25.0% Succession Planning 26.8%
Organization Skills 17.0% HR Policies 19.5% Talent Management 23.9% Personel Management 26.5%
Interpersonal Skills 14.6% Employee Engagement 19.4% Human Resources (HR) 23.0% Customer Service 21.3%
623 RESULTS 474 RESULTS 501 RESULTS 1,700 RESULTS
Human Resources Administrator 6.6% HR Business Partner 57% HR Business Partner 6.2% HR Business Partner 4.2%
m Human Resources Assistant 5.1% Human Resources Administrator 3.4% HR Manger 4.4% HR Consulant 3.8%
E Human Resources Intern 5.0% Human Resources Manager 3.2% Head of HR 4.0% HR Director 3.1%
[2a] HR Manger 20.0% Human Resources Advisor 3.0% Human Resources Director 3.2% Human Resources Consultant 3.1%
Q‘ Human Resources Manager 3.0% HR Manger 2.7% Human Resources Consultant 2.8% HR Manger 3.0%
HR Business Partner 2.9% Human Resources Assistant 2.1% Human Resources Business Partner 2.6% Head of HR 2.8%
Human Resources Officer 2.9% Human Resources Officer 21% Human Resources Manager 2.4% Human Resources Director 2.7%
Human Resources Advisor 2.6% HR Data Analyst 1.9% Human Resources Advisor 2.0% Director 2.6%
Human Resources Specialist 2.6% HR Advisor 1.7% Human Resources Consultant 2.0% Senior Human Resources Business Partner 1.9%
Human Resources Coordinator 2.1% Human Resources Business Partner 1.5% HR Director 1.8% Human Resources Manager 1.8%
Human Resources (HR) 46.9% Microsoft Office 45.4% Performance Management 61.7% Change Management 68.7%
ﬂ Microsoft Excel 44.9% Human Resources (HR) 44.5% Employee Relations 55.9% Performance Management 68.3%
g Customer Service 42.9% Customer Service 43.7% Talent Management 53.5% Employee Engagement 64.6%
Microsoft Office 40.8% English 42.0% Employee Engagement 52.1% Talent Management 61.4%
English 38.5% Talent Management 41.8% Change Management 51.5% Employee Relations 55.1%
Project Management 36.3% Employee Relations 41.6% HR Policies 0.3% Succession Planning 44.5%
Analytical Skills 35.0% Microsoft Excel 41.1% Human Resources (HR) 39.3% HR Policies 43.7%
Al 34.5% Employee Engagement 38.0% English 36.6% Organizational Development 40.5%
Time Management 24.5% Performance Management 36.7% Al 35.5% Personel Management 38.6%
Employee Relations 30.0% Al 36.5% Customer Service 351% Leadership Development 37.4%

Data consideration: It's important to weigh multiple points of view when examining the data rather than assuming a single bias or reason. While it's possible that strategic, senior, data-heavy professionals are the first ones
gravitating toward Al it's equally possible that the technology itself is freeing them up to focus on more analytical skills and help them reach director-level spaces faster than the standard HR group. Usually, the answer lies
somewhere in the middle, with both contributing to the data outcomes.

When going deeper and examining job titles and years of experience across HR suggest very similar insights to all the
prior data. Less transactional work and more automation and strategic thinking are evident in the group of Al-signalled
professionals, whereas more admin-heavy skills are prevalent in the general HR population.

WHAT THE DATA TELLS US:

* For the early advantage group, within the first 5 e Contrastingly, even at this junior stage, project management
years, standard HR is heavily anchored in core (36.3%) and analytical skills (35%) are already top ranking, dominant
admin workflows. skills on their profiles.

¢ For mid-career professionals, standard HR profiles * These professionals pivot in proactive organisational value —talent
peak in reactive customer service (39.9%). management appears earlier in their career and highly specialised,

* At the senior executive level, traditional HR leaders technical job titles emerge such as the HR Data Analyst.
are still anchored in risk mitigation and everyday ¢ This group sheds that legacy operational layer, instead with skills
compliance in addition to HR policies and customer dominating organizational development (40.5%) and leadership
service for their top skills. development (37.4%).
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Conclusion

Key findings for
the future workforce

Ultimately, the big picture highlights a massive opportunity
for HR: if organizations can intentionally adapt AI tools into
more traditional, entry-level, and operational roles, they can
democratize these high-value strategic capabilities across
the entire HR workforce. The emergence of the HR Data
Analyst role is also telling, as it showcases how the function
is continuing to integrate and mature as a strategic driver
with data rather than being reactive.

As the data showed, fields like management consulting
and research lead the pack in AT adoption because their
entire business models rely heavily on data synthesis and

trend forecasting. The numbers indicate Al-signalling HR
professionals are stepping into that same consultative
capacity for their own sector. It’s a powerful indicator that
with the right tools, HR professionals have the capability to
drive strategic direction for organisations and elevate their
day-to-day operations and teams.

The call to action is clear — HR must reevaluate and evolve
with Al Leaders can do this by identifying what automation
can be integrated to free up teams for more elevated,
human-centric work, and continue to close skills gaps for
early and mid-career professionals.

If you're curious how other leaders are juggling with this and implementing
Al, we're always available to help provide more data or insights. Our talent
intelligence function partners with HR leaders across multiple industries to
pinpoint growth opportunities for revenue and talent with real-time data.

More on this topic Blog

AlINTALENT 4 ways Al is

ACQUISITION revolutionizing recruitment
Read now

Whether you’re looking to

leverage Al tools into your e

business, drive productivity in Ways to implement effective

hiring, or build resiliency in Al hiring

your workforce, our content Wil ey

series can help with it all.
Blog
How will multigenerational
talent adapt to AI?
Read now
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