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| Executive Summary

Over the past decade or so, HR technology has been pitched on the
promise of saving time.The last decade or so, HR technology has been
peddled as primarily a time saver. Automate offer letter. Speed up
payroll. Use a chatbot to provide answers to leave-balance inquiry at
midnight. These are handy items. They are not revolutionising.

Fastest chatbots are not the best organizations today. Those are the
ones where HR would have answers to questions such as: Of our high
performers, who is quietly thinking of leaving the company in the next
90 days? Are we developing the skills of 18 months? Is there a real issue
with our managers in one business unit in particular causing attrition?

The current crux of Al in HR is from automation to decision intelligence.
This whitepaper will shed a light on why it is happening, how it will
manifest and how a Saas solution like uKnowva HRMS is made for this
very moment.

Key Takeaways

The global Alin HR market is projected to grow from $6.05 billion (2024) to $14.08 billion by
2029 at a CAGR of 19.1%.

92% of CHROs say Al is going to be even more deeply part of their team by 2026 (SHRM,
2026).

Through IBM's attrition prediction model, the company is able to predict employee attrition
with 95% accuracy, which saves them about $300 million in attrition costs.

ukKnowva HRMS has been built on Al and Emotional Intelligence to drive HR organizations
from reactive to predictive people strategies and is used by 500,000+ users.

Decision intelligence in HR isn't about taking the place of human decision-making; rather,
it's about providing HR leaders with better information to make decisions on.
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) Problem Statement

Be it any HR professional, when you ask them about the technology
they are using you will probably find a collection of point solutions — an
ATS (applicant tracking system) for their recruitment, another LMS
(learning management system) for their learning, a payroll engine and
perhaps a chatbot that appears to be one system. This is a type of
architecture that was designed to make individual tasks automated,
but not to create insight.

What gets as a consequence is what analysts refer to as the data
paradox of HR. But more than ever before, organizations are gathering
more and more data from their employees, which is mostly unused and
stuck in silos. Even though 43% of companies prioritized recruiting
efforts in 2025, only 56% of HR professionals rated their recruiting efforts
as effective or very effective according to SHRM's 2025 State of the
Workplace report. It's a data problem, not a process problem.

The three limits of first-generation HR automation

Designed to be reactive. Automation responds to events that have
already happened. When a new employee comes on board, an
onboarding checklist is activated. Offboarding workflow is triggered
when a resignation occurs. The system is doing what it's supposed to
do but now telling us what it's doing.
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It works out the wrong thing. It's still a broken process to automate a
broken process faster. If Al is just used to speed up the process, it has
the potential of scaling up existing biases and blind-spots. The
introduction of an Al hiring platform in a class-action lawsuit that
established a new legal precedent for transparency on the issue of bias
disclosures, serves as d reminder that there are liabilities to speed
without fairness.

It does not learn. The vast majority of first generation HR tools are rule
based. Don't get better over time. If your leave policy changes in 2022,
or your team gets more positive or negative (or more mixed), or three
of your engineers now follow a pattern that led to their resignations
historically, your chatbot won't know.

43% 56%

OF ORGANIZATIONS NOW USE Al IN HR OF HR PROS RATE THEIR RECRUITING AS

TASKS, UP FROM 26% IN 2024 EFFECTIVE OR VERY EFFECTIVE

$6.05B 19.1%

AlIN HR MARKET SIZE IN 2024, CAGR OF THE GLOBAL

HEADING TO $14.08B BY 2029 AlIN HR MARKET THROUGH 2029
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I Decision Intelligence:
What It Actually Means for HR

Decision intelligence is a term that's practical in meaning and it's
specific enhancement of the role of Al in HR. Simply put, it does not only
do a thing, it tells you something you would not have known and would
not have been able to easily deduce, by yourself.

The difference is significant as it alters the nature of the HR job.
Automation helps HR to be quicker. Decision Intelligence: Make HR
smarter. Smarter is better than faster anyway — in an age where CHROs
are expected to be strategic business partners.

In practice this will appear as follows:

Attrition prediction

Instead of relying on turnover as an outcome measure, Al models
analyze trend lines based on performance data, engagement survey
scores, manager relationships, pay inequity, and even on tenure
metrics, to identify employees who have a strong likelihood of leaving
within the next 60-90 days. With its liberally documented model, IBM
can do this with 95% accuracy.

The monetary equation is simple

It costs 1.5 to 2 times a midsize employee’'s annual salary to replace
him. Many times the money invested in the technology is returned by
predicting and preventing even a few exits a quarter.
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Skills gap forecasting

By leveraging internal data and signals from the labor market and
business expansion plans, Al can predict skills gaps three years ahead.
This enables the L&D budget to be spent on training that will have an
impact, not on the skills that were needed last year.

Workforce sentiment analysis

Engagement can be missed by 25% faster than on traditional survey
cycles with Al-powered sentiment analysis. If an employee’s
engagement trend changes at several points at once, like fewer peer
interactions, survey scores dip and less participation in team channels,
the system raises red flags that a manager wouldn't necessarily spot
on their own.

Success and performance intelligence

Predictive tools have a 27% higher accuracy rate for identifying
underperforming employees compadred to manual reviews and Al-
based assessments are 80% more accurate at predicting leadership
potential. These are not tools to replace the manager's judgment, they
are tools to enable the manager to have a better starting point.

Real-World Impact

IBM's Retention Story showcases the power of Zapier for real-world
use.

IBM created an Al-based attrition prediction model to help predict up to
a year ahead of the event, and as much as 95% of the time, who is
going to leave the company. The system processes compensation
datag, career trend datag, team trend data, and external market datao.
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The outcome: IBM saved an estimated $300 million in employee
turnover costs by acting in timely, personalized ways to keep
employees from quitting.

95 0/ Accuracy of IBM's Al attrition
(o] ..
prediction model
A

o Faster identification of
27 /o underperforming employees vs.

manual reviews

80% Accuracy in predicting leadership
potential with Al evaluation

25 % Faster disengagement detection
through Al sentiment analysis

Taken together, these capabilities represent a fundamentally different
HR function. One that moves from annual reviews and quarterly
dashboards to continuous, predictive insight. The shift is not
incremental. It is structural.
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| The Five Pillars of Al-Driven HR

Al doesn't just unlock one application of HR.The application of Al is not
limited to one thing in HR. The change is occurring in 5 interrelated
domains. One by one, it's a field where automation to decision
intelligence can add business value in quantifiable terms.

¥ Pillar 1: Smart and Intelligent Talent Acquisition

The use cases where Al can be seen are the most obvious and there
are also stories of caution. The value is very real: predictive analytics
boost candidate matching by 67%, Al-driven hiring tools cut up to 30%
of recruitment expenses, and when intelligent screening is used, the
average time-to-hire is cut in half.

The risk is also very real, however. 40% of job applications are screened
by Al before it reaches a human recruiter's eyes. Such a level of
automation requires precision and fairness in the gatekeeping. When
done correctly, leveraging Al to identify and surface better matches, not
just speed screen shots, organizations will have a substantial talent
edge.

The most effective ones are based on the use of Al screening and the
structured human review system at crucial decision points. The hybrid
model is not fully automated, but is preferred by 22% of HR
professionals, and that's an instinct that's right.
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¥ 2nd pillar: Continuous Performance Intelligence

The annual appraisal was never a good tool. It was a year of behavior
crammed into one conversation and based solely on manager
memory and availability, and was too late to course correct anything.
Al has a dramatic impact on the structure of performance
management.

The rate of improvement is 40% higher when the feedback is generated
with Al. Real-time performance tracking saves HR 50% of time. And by
allowing for “cycles of feedback” (not point-in-time feedback) rather
than point-in-time review, organizations establish the conditions for
real development instead of reviewing in the past.

The catch, however, is that Al feedback must be phrased as a
suggestion, rather than an opinion. 72% of HRs say Al has enhanced
workforce planning while 22% opt for hybrid systems. When HR
professionals leverage the technology's outputs to begin human
conversation, it builds trust.

¥ Pillar 3: Prediction Learning and Development

The majority of companies these days are utilizing Al for L&D purposes
and are using it for recommending courses and monitoring
completion. That is useful. It's also the lowest level application. The
more useful asset is identifying which skills will become redundant,
what roles will have capability gaps and which employees’ learning
skills are indicative of the high potential for growth.
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By integrating internal skill data with external labor market indicators, Al
can predict skills gaps 3 years ahead. In this regard, L&D becomes a
strategic investment role for HR leaders. Rather than asking 'What
training did we do this year?’, one is asking ‘Are we training up the skills
that we need in 20277..

¥ Pillar 4: Workforce Planning and Scenario Modelling

The traditional definition of workforce planning was headcount
spreadsheets. With Al-driven planning tools, HR teams can now
simulate different scenarios, like a 10% attrition rate, or a new market in
which the company decides to expand its business. This is something
which used to be weeks of manual analysis. On the correct platform,
they can take hours.

Operational efficiency is boosted by 40% with Al workforce analytics.
The result of predictive scheduling is a reduction in labor costs of 18%. A
live sandpit for running scenarios on real data is elevating HR to a true
business partner, and at the planning level it is changing the nature of
HR.

¥ Pillar 5: Employee Experience and Engagement
Intelligence

It has become a boardroom priority to improve employee experience in
part because the data make the business case increasingly
inescapable. According to Gallup, engaged workers cost companies an
estimated $8.8 trillion in lost productivity annually worldwide. Al leads
the way in measuring engagement...and predicting it.
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Sentiment analysis, a powerful tool powered by Al, can analyze
linguistic data from surveys, communication patterns, and
participation data to identify signs of disengagement before they
occur. These tools are adopted by organisations which report a 33%
higher satisfaction with feedback processes. More importantly, they
can interfere when the interference is needed.

67% Improvement in candidate matching with predictive
analytics
M

400/ Improvement in performance improvement rates with Al-
(0
generated feedback

180/ Reduction in labor costs from Al-driven predictive
(o] .
scheduling

&

40% Improvement in efficiency from Al-powered workforce
analytics
®
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| uKnowva HRMS:
Built for Decision Intelligence

Most of the HR platforms are developed during the automation era.
They were created to digitize forms, route approvals and to produce
standard reports. When companies add Al features to these platforms,
it usually involves a module. The foundation of the system was never
built to learn, predict or recommend.

Unlike others, uKnowva HRMS was developed in a unique way. With a
mission of believing that Al ought to be combined with EQ, uKnowva is a
whole personnel lifecycle, cloud-based, mobile organization that
covers the whole journey of an employee from hire to retire. It's not only
an HR event processor, but an HR event intelligence generator.

¥ How s Al different from EI?

The key feature that differentiates uKnowva is the combination of data-
driven Al and emotionally intelligent design. Most HR tech looks at
employees as data: a data record with attributes that are tracked.
ukKnowva sees employees as human beings, whose experience and
engagement are not separate from their wellbeing, or their productivity.

This philosophy manifests itself in tangible attributes. The Happiness
Meter is a measure of employee sentiment over time, which highlights
employee sentiment shifts that align with engagement risk. The social
intranet generates ‘signals’ of natural collaboration and team
dynamics that in turn are incorporated into engagement analytics.
These signals are translated into specific and actionable advice for
HRPs and managers by the platform’s Al-powered suggestion engine,
called Al Suggest.
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¥ The key capabilities that enable predictive HR

An Al Suggestion and CV Parser: In recruitment, uKnowva's Al solutions
are more than just keywords. The CV Parser is able to retrieve
structured information from candidate CV's, and Al Suggest will be
used to cross reference that information with the requirements of the
job, team and based on previous hiring success, identify a more
suitable pool of candidates quickly.

Predictive Attrition Intelligence: uknowva identifies red flags for early
employee attrition on the individual level, by modeling activity based
on attendance patterns, performance trends, sentiment indicators and
career progression milestones. This provides the managers and HR
business partners with an opportunity to take action before a
resignation becomes inevitable.

Continuous Performance Management: Unlike point-in-time reviews,
Al-powered analytics in uKnowva create review cycles that never end,
with insights to follow trends, opportunities for development and, most
importantly, better and more timely conversations with managers.

¥ The following is a use case: Retail Chain
Reduces 90-Day Attrition

Imagine a retail shop with 2,000 employees on the floor, working out of
80 stores. The company had a 35% turnover rate for the first 90 days of
employment, which was a costly and depressing process, taking
recruiting and onboarding resources in a continuous stream.
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The company was able to use uKnowva's onboarding automation
processes, along with engagement tracking and sentiment analysis
powered by Al to determine which locations and managers had a
higher rate of employee attrition. It was not the insight that ‘people are
leaving, it was the insight that ‘people are leaving within certain
contexts that we can address.

Targeted interventions manager coaching in four underperforming
locations, a new check-in process of 30 days, and role-specific L&D
materials in the first month. This led to a tangible decrease in early
dropouts and a defined cycle of continuous improvement. This is the
implementation of decision intelligence.




| The Human in the Loop:
Why Al Does Not Replace HR?

When it comes to Al in HR, one question always comes up: Is this taking
the place of HR professionals?

The truth is a complicated one. Some tasks will be replaced by Al. It will
not be a substitute for the HR job. The more the Al toils with data
collection and pattern recognition, the more human HR skills are
valuable.

Al will actually make human judgment more valuable in the workplace
in the next five years for three-quarters of HR professionals, according
to the 2024 Talent Trends report from SHRM. The answer is structural the
information comes from Al, and the decisions come from humans. Of
course, it isn't a model that can provide context, empathy, and ethical
judgment in making decisions that impact people’s careers, pay, and
growth.

¥ The actual risk: Over-automating judgment

The most prevalent pitfall in trying to implement predictive HR is to
mistake the model's output as the decision, and not the input. An
employee system can flag an employee as a risk of attrition, but that
doesn't end it.If a system flags an employee as an attrition risk, this isn't
the end of the human conversation. But when Al suggests a candidate,
human recruiters still have to assess the candidate’s fit, culture
contribution, and non-quantifiable traits.
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That's why the most effective HR Al implementations are characterized
by one thing: they back the HR professional’s sense, they don't replace
it. The idea is to provide HR leaders with improved questions, rather
than ready-made answers.

¥ Data literacy has become an HR competency

58 percent of HR executives in organizations that employ people
analytics report that they don't have enough resources to build data
literacy skills in HR professionals, and 56 percent report lack of data
infrastructure. These are the actual challenges to implementing Al in
HR. Not the technology.

Investment in HR data literacy and manager capability is just as critical
as in the technology investment for organisations which deploy
platforms such as uKknowva. It's the HR professionals who can
understand the insights from a model, challenge its assumptions, and
apply its insights to human resource decisions who will be successful in
the age of Al

¥ The HR Professional in 2027

Not only understands but interprets predictive analytics
Engages businesses to convert people data into strategy
Creates learning opportunities with the help of skills gap forecasts

Responsible for Al fairness and bias monitoring as an element of governance

© © 0 06

Increases Human Connections that Al can make better and earlier
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| India Context: The Reasons
Why This is Important Now?

The challenges India faces in HR are unique, making the adoption of
decision intelligence more complex and necessary. In general, Indian
organizations are responsible for managing:

@ Labor forces are distributed among a number of states with varying
labor laws.Labor forces are distributed among a number of states
with varying labor laws.

@ Different languages and cultural interpretations of engagement
signals

@ Workforce planning and skills forecasting that is not done annually,
but is instead a continuous process due to rapid growth trajectories

@ A youth labour force with expectations in terms of development and
visibility in the labour market, that are not met by the traditional HR
tools.

However, according to PwWC research, Al adoption in HR is not as high in
Asia as in North America or Europe, with Asia at around 45% compared
to 68% in North America. This divide is narrowing and quickly so. In three
years, decision intelligence and the ability to build capabilities with
investments today will become table stakes.
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The technology investment is justified on the compliance dimension
alone. Labour laws in India are dynamic and state specific. An
automatic integration of an Al powered HRMS that keeps you updated
with statutory changes in PF, ESI, Professional Tax and TDS eliminates an
entire class of business risk. This, along with the predictive capabilities
mentioned above, is a platform that makes money on several fronts at
once.

¥ The SME Opportunity

One of the most significant trends in the Indian HR tech landscape is
how Al-based solutions are no longer reserved for big businesses, but
are gaining popularity with small and medium-sized enterprises as
well. The SME segment is forecast to have the highest CAGR growth till
2030, with cloud-based platforms bringing enterprise-level features to
them at a lower price than the past.

Designed with the market in mind, uKnowva was built from scratch.
Tackling the workforce intelligence challenge without needing a
Workday implementation budget, it provides growing Indian businesses
with the same level of workforce intelligence that was previously only
available to those with budgets for Workday implementation.

HRMS

uKnowva



| What's Next?

Al'in HR is on the fast-track. Al has become an integral part of HR, with a
substantial proportion of CHROs (92%) predicting its continued use in
the workplace beyond 2026, and 87% projecting an increase in use of Al
in HR processes compared to 2025. These are not target figures but
actual budgets and technology directions that will be followed.

There are a number of developments that will make the next step in this
evolution:

® Agentic HR Al- Next-generation Al in HR is more than just a red flag, it
will make moves. An agentic system could identify an attrition signal,
schedule a manager check-in, queue up a compensation
benchmarking report and write a development plan, all before the HR
business partner logs in on Monday morning. This is not science
fiction, it's where big platforms are going.

® The development of skills ontologies and talent marketplaces- Al will
power internal employee matching for gig projects, cross-functional
roles, mentorships, and other internal opportunities through
organizations' internal talent marketplaces, based on dynamically
updated skills profiles. This presents a less costly alternative to
external recruiting, as it is a retention strategy and also a skills
development benefit.

» Workforce Intelligence at scale, in real time- The amount of data
available for HR analytics will grow tremendously as HRMS platforms
become more and more integrated with project management,
communication and collaboration tools. The focus of the challenge
will change from data availability to signal quality and ethical use.
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® Generative Artificial Intelligence (Al) in the employee experience-
Al is also making its mark in the employee experience, from
personalized onboarding experiences to Al-driven performance
discussions and self-service support tailored to each person’s
context. This helps HR to feel more humanized, not less providing
employees with relevant, timely support instead of generic policy
documents.

® Governance & trust as competitive assets- With Al increasingly
shaping HR policies and decisions, companies with ethical Al
practices will gain employee trust while others will lose ground. In
many markets, transparency regarding the use of Al in hiring,
promotion and performance evaluation is becoming a legal
obligation. It will be the tech vendors that integrate compliance into
platform architecture, not as an afterthought, that will win.

~ )
Projected size of the global Al in HR market by

$14.08B >~

- )

Organizations that remain on spreadsheets and using disparate point
solutions for HR are closing the window of opportunity. For businesses
that are already on the Al-powered HRMS journey, it's not about
whether they should transition to decision intelligence, but how
quickly.

At this nexus is uKnowva HRMS, an Al and emotional intelligence-
powered system all along the employee lifecycle, designed for the
scale and complexity of Indian organisations and set up to grow in
intelligence as your workforce grows in scale.
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