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HR at the forefront of AI

It may seem counterintuitive at first, but HR departments are on the frontlines of the AI revolution. 
While IT departments are the main hub of AI innovation, HR teams can serve as catalysts to drive 
digital transformation across the organization. Traditional HR departments often rely on manual 
processes; many still use paper filing systems or outdated technology. However, the benefits are 
substantial for HR teams that successfully implement digital modernization and AI, including significant 
cost savings, improved compliance, and competitive advantages—benefiting not just HR but the entire 
organization. 

In this eBook, we will see how prioritizing HR agility by implementing AI tools improves employee 
experience, speeds up onboarding and offboarding, and creates a more nimble enterprise overall.

The challenges of modern HR
In a world where organizational success hinges on adaptability, HR departments are emerging as 
essential architects of change. By embracing AI-driven solutions and agile strategies, HR can transform 
traditional processes into engines of innovation—setting the pace for the entire enterprise.

However, many HR departments are navigating modern demands with outdated tools. The fear 
of migrating to new systems keeps many HR departments shackled to legacy tools, leading to 
inefficiency. Without an efficient HR department, organizations can falter in managing the rapid pivots 
that the ever-changing market demands. Hiring can take months, and offboarding employees, if not 
implemented correctly, can leave gaping security holes for threat actors to exploit. 

HR needs to lead the way for other departments to innovate. Yet there are significant hurdles to  
this goal:

•	 Manual HR processes: Manual HR processes are time-consuming and prone to error. Time is 
wasted searching for the right files or correcting mistakes.

•	 Complex and evolving regulatory environment: HR departments must navigate a complex and 
evolving regulatory environment. Ensuring compliance with labor laws, data privacy regulations, and 
workplace safety standards is increasingly challenging. Manual compliance processes are complex 
to manage and prone to error, which can lead to fines or other regulatory consequences.

•	 Lack of real-time data and actionable insights: Many HR teams lack access to real-time, 
actionable insights into workforce dynamics. Traditional HR limits data-driven decision-making.
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Why developing HR agility is crucial
Company leaders need to be able to quickly and efficiently staff new projects to meet strategic goals. 
They need to shrink or grow teams based on market demands. An agile HR department can meet the 
demands of both employees and leadership. Similarly, employees expect HR teams to be responsive 
to their needs. They want quick and accurate answers to questions, easy access to training resources, 
and meaningful career guidance. 

By leveraging automation through emerging technology like AI, HR teams can eliminate manual 
processes for urgent tasks such as payroll, onboarding, benefits management, and performance 
evaluations. 

Agility in HR
HR teams are not often thought of as agile in 
meeting or advancing the needs of an organization, 
but in many ways, they need to be. Successful 
businesses must be able to pivot to meet new 
demands, economic pressures, and respond quickly 
to new revenue avenues. This is known as business 
agility. HR teams must be able to keep up with the 
evolving organization around them. However, the 
nature of HR can prevent that required flexibility, 
especially when manual processes are still being 
used, because manual processes don’t scale and 
cannot be easily changed. 

AI automation scales endlessly. By implementing 
advanced automation, HR teams can be more collaborative and focus on higher-level business goals. 
Aiming for agility in HR will help your organization achieve its goals without the hindrance of outdated 
processes. 

Rather than playing in the 
orchestra, automation allows 
HR teams to become the 
conductor, guiding purpose-
built tools while focusing on 
the bigger picture. HR agility 
means business agility.
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AI and Automation in HR
Benefits
With AI-powered automation, workflows, and optimized information management processes, HR teams 
can achieve consistency and efficiency, significantly reducing the time spent on tedious, paper-based 
administrative tasks. With robust automated processes firmly established, HR leaders are empowered 
to redirect their valuable attention and resources towards more strategic imperatives. 

•	 Elevating the employee experience: Automation in HR means using new, intuitive, and well-
matched collaborative tools, which improve how employees connect with the organization, creating 
a more engaging, supportive, and productive workplace.

•	 Leveraging data for operational excellence: HR can proactively utilize comprehensive metrics 
and sophisticated analytics to pinpoint areas where inefficiencies occur. This data-driven approach 
allows for targeted interventions and continuous improvement (a key principle of the Agile 
framework discussed earlier).

•	 Extracting actionable insights for strategic growth: The ability to extract valuable insights from 
data is essential. Most enterprise data is invisible to data analytics, up to 73% by some estimates1, 
but AI operates in a de-siloed environment, which increases visibility. This data helps HR create 
and improve a strong team and establish processes that enhance business performance and 
competitiveness.

•	 Fostering a resilient and connected workforce: AI-driven tools can facilitate seamless 
collaboration among team members, regardless of their location. By automating routine tasks 
and analyzing employee data, these technologies enhance communication and support team 
cohesion, ensuring workflow continuity. Additionally, AI can help create a dynamic and adaptable 
organizational structure by providing insights into workforce trends and optimizing talent 
management strategies.

•	 Embracing operational agility: Cultivating operational agility means empowering teams to 
respond swiftly to market changes and challenges. Organizations can quickly adapt to evolving 
demands and seize opportunities by implementing flexible processes and cross-functional 
collaboration. This proactive approach enhances responsiveness and fosters innovation, enabling 
the organization to thrive in a continuously changing environment.

By the numbers

65%
of HR professionals feel AI 

has improved efficiency and 
productivity in HR tasks.2

68%
of recruiters agree that 
incorporating AI into the 

recruitment process can help 
eliminate unintentional bias.3

57%
of HR teams utilize AI to 

helpmanagers deliver more 
comprehensive or actionable 

employee feedback.4
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AI use cases
Talent lifecycle management
Covering the journey from hiring to exit

•	 Recruitment – Resume screening, interview scheduling, candidate chatbots
•	 Onboarding – Automated document handling, personalized training
•	 Offboarding – Exit surveys, knowledge transfer, alumni engagement

Employee experience and engagement
Focusing on improving workplace satisfaction and productivity

•	 Helpdesk automation – AI chatbots for HR queries
•	 Sentiment analysis – Pulse surveys and feedback interpretation
•	 Career development – Personalized learning paths, internal mobility suggestions

Operations and compliance
Streamlining administrative tasks and ensuring legal adherence

•	 Payroll and benefits – Automated processing and optimization
•	 Performance management – Goal tracking, bias detection
•	 Regulatory compliance – Monitoring labor laws and policy updates
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Challenges to automation

•	 Cultural resistance: Some employees may resist AI implementation because it is a new technology 
that brings significant changes to existing jobs, often threatening the status quo. HR and business 
leaders must communicate that AI is not intended to replace people; instead, it’s a tool that enables 
people and companies to do more with the resources they have, which is critical for successful HR 
teams as daily demands continue to grow. Managing such change requires ongoing training and 
consistent messaging from leadership.

•	 Legacy processes and systems: Often, because of compliance, many HR teams are reliant on 
paper processes and outdated databases. Technology infrastructure must often be modernized, 
and data must be migrated to AI-friendly systems before innovative tools like LLMs can be deployed 
effectively.

•	 Insufficient IT resources: Implementing a new system like AI automation can present significant 
challenges for smaller organizations. These organizations often have limited resources, making 
adopting and integrating new technologies difficult. However, with the proper planning and support, 
they can gradually overcome these hurdles and leverage automation to improve their operations.

•	 Cost of investment: Investing in AI is more than a risk to the company’s infrastructure. The 
financial cost of implementation can be significant, as well as the time it takes for leaders and staff 
to acclimate to and become proficient in new systems. The time and money required to achieve 
successful AI tool implementation may seem prohibitive, but the results can be transformative at 
every level of the organization—for leadership, teams, and individuals.

Working with an experienced IT provider can offer excellent support and guidance in the face of these 
challenges.
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Adopting HR automation
Knowing when to adopt AI
The process of migration can be daunting. Additionally, juggling competing budgets and organizational 
priorities means that HR teams may need to present the case for automation. Below are a few of the 
signs that HR is ripe for AI and automation:

•	 Lag in key processes: Any delays in payroll, onboarding, or other core HR functions could 
be a symptom of deeply inefficient workflows and may represent a good starting point for AI 
implementation.

•	 Enterprise growth: An uptick in growth often means increased recruiting, hiring, and onboarding. 
HR teams dealing with legacy systems may be unable to meet the demand.

•	 High HR turnover: HR teams are at times overwhelmed with manual processes. If your 
organization has difficulty retaining HR staff, automation can help prevent burnout by reducing the 
time spent on paperwork or other tedious tasks.

•	 Risk of noncompliance: If your organization has recently failed a compliance audit or is in danger 
of doing so in the future, automation can be an invaluable tool that reduces errors from manual data 
input. 

The usual process
Let’s say you’ve reviewed the above scenarios and determined your organization is ready to begin 
automation, at least in a couple of primary use cases like benefits management or payroll. What does 
that process look like?

In most cases, the methodology will look something like this:

•	 Review current HR processes to identify tasks suitable for automation, particularly repetitive 
administrative activities like recruitment and payroll. 

•	 Next, select appropriate automation tools that align with your company’s needs and integrate 
smoothly with existing systems. 

•	 Once the tools are in place, they can facilitate automatic data collection on employee performance 
and attendance, enhancing compliance and data privacy. 

•	 Continuous data analysis will aid in refining HR programs, and regular updates and maintenance 
will ensure optimal performance and security. 

•	 Following this systematic approach can significantly improve efficiency in HR functions while 
delivering valuable insights for decision-making.
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The Pomeroy difference
While the basic process described in the previous section will serve many organizations, it fails 
to account for each organization’s unique attributes and level of maturity, leading to incomplete 
implementations. 

To address this oversight, our team has built out a proprietary model of AI transformation. The “Elevate, 
Evolve, Thrive” framework is a three-stage maturity model for AI. This framework progresses from 
foundational digital readiness to advanced, optimized operations.

Here are more details on each stage, as they apply to HR automation:

Elevate (Foundational Stage)

Ideal for: Organizations just beginning their digital transformation journey or those looking to 
modernize existing legacy HR systems.

Business value: This stage helps to establish a digital foundation by aligning HR strategy with 
broader business goals, identifying inefficiencies, and preparing the organization for subsequent 
transformation.

Key benefits: Provides a clear roadmap for HR transformation, improves visibility into workforce 
data, identifies opportunities for automation and AI, and helps reduce compliance risk.

Focus: Establishing digital foundations, assessing readiness, and building strategic alignment 
within HR.

Key objectives: Understanding current HR capabilities and pain points, defining a vision for digital 
HR transformation, and identifying quick wins for foundational improvements.

Relevant services: This stage primarily involves advisory services such as HR Digital 
Transformation Strategy, AI Readiness and Opportunity Assessment, HR Process Automation 
Strategy, Workforce Planning and Skills Strategy, Compliance and Risk Mitigation Advisory, and 
Vendor and Technology Selection Support.
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Evolve (Transitional Stage)

Ideal for: Organizations with a clear transformation roadmap ready to implement and scale their 
digital solutions.

Business value: This phase implements core technologies and automation to streamline 
operations, enhance the employee experience, and facilitate data-driven decision-making.

Key benefits: Leads to faster and more accurate HR service delivery, improved employee 
engagement and satisfaction, reduced operational costs through automation, and enhanced talent 
acquisition and retention.

Focus: Implementing core technologies, automating processes, and enabling data-driven 
decision-making within HR.

Key objectives: Deploying and integrating HR technologies and automation tools, redesigning and 
streamlining HR processes, and starting to leverage data and AI for operational efficiency.

Relevant services: This stage involves implementation services like HR Technology 
Implementation and Integration, AI and Automation Deployment, Process Redesign and Workflow 
Automation, Data and Analytics Enablement, Learning and Development Automation, DEI Program 
Implementation, and Change Management Execution.

Thrive (Advanced Stage)

Ideal for: Organizations aiming to sustain their HR transformation, maximize their return on 
investment from digital initiatives, and lead with innovation in the HR domain.

Business value: This stage optimizes and scales HR operations, providing continuous 
improvement, predictive insights, and agile practices to achieve strategic workforce outcomes.

Key benefits: Enables proactive talent and workforce planning, continuous optimization of 
AI and automation, scalable and agile HR service delivery, and stronger DEI and compliance 
performance.

Focus: Optimizing operations, driving continuous improvement, and embedding agility and 
intelligence into HR practices.

Key objectives: Operating HR as a strategic, data-driven function, continuously optimizing the 
performance of AI and automation solutions, and enabling agile, responsive, and inclusive HR 
practices.

Relevant services: This stage includes managed services such as HR Technology Operations 
Management, AI and Automation Monitoring and Optimization, HR Data Management and 
Reporting Services, Recruitment Process Outsourcing (RPO), Employee Experience and 
Engagement Monitoring, Compliance and Risk Management Services, DEI Analytics and  
Program Support, HR Helpdesk and Employee Self-Service Support, and Change Enablement  
and Adoption Services.
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Conclusion
No matter where your HR department falls in the digital maturity spectrum, Pomeroy has the tailored 
offerings to help your team get the most out of AI and automation tools. Our comprehensive, integrated 
approach to HR agility and automation links advisory, implementation, and managed services to a 
structured maturity model (Elevate, Evolve, Thrive):

•	 Advisory Services: Strategic planning, assessments, and roadmap development (e.g., HR Digital 
Transformation Strategy, AI Readiness and Opportunity Assessment). We help clients define their 
vision and strategy before execution.

•	 Implementation Services: Hands-on deployment and integration of technologies (e.g., HR 
Technology Implementation and Integration, AI and Automation Deployment, Process Redesign, 
and Workflow Automation) ensures that strategies are effectively implemented.

•	 Managed Services: Ongoing support and optimization for technologies and processes (e.g., HR 
Technology Operations Management, AI and Automation Monitoring and Optimization, Recruitment 
Process Outsourcing). This provides long-term value and continuous improvement.

This integrated approach means Pomeroy can guide clients through their entire HR transformation 
journey, from initial strategy to ongoing operations and optimization.

In essence, Pomeroy is a partner that not only consults on HR transformation but also implements and 
manages the advanced technological solutions (especially AI and automation) necessary to achieve 
HR agility, all within a clearly defined maturity framework designed for long-term success.

Get in touch to get started with your free consultation.
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