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HR AI Readiness Checklist 

Assess Your Organization’s Readiness for Agentic AI in HR 
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This checklist helps HR, Talent Acquisition, Legal, IT, Compliance, and business leaders 

assess whether the organization is ready to adopt agentic AI in HR. Agentic AI goes 

beyond simple automation: it can plan, act, coordinate across systems, and complete 

multi-step workflows such as sourcing candidates, screening resumes, scheduling 

interviews, sending follow-ups, updating applicant tracking systems, and escalating 

exceptions to humans.  

Because agentic AI can operate with greater autonomy, HR readiness should not be 

measured only by whether tools are available. It should also assess leadership alignment, 

business objectives, risk controls, data quality, transparency, fairness, human oversight, 

employee capability, and candidate experience.  

How to Use This Checklist  

 Assess honestly: Mark each checkbox based on current practice, not future 

intention.  

 Collect evidence: For every “yes,” identify proof such as policies, workflow maps, 

vendor documentation, audit logs, training records, or leadership approvals.  

 Rate maturity: Use the notes under each item to classify readiness as Not Started, 

Emerging, Defined, Managed, or Optimized.  

 Prioritize gaps: Treat missing governance, unclear ownership, weak human 

oversight, and poor data controls as high-priority risks before scaling AI.  

Readiness Rating Scale  
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Rating  Meaning  Typical Evidence  

Not Started  No formal activity or 

ownership exists.  

No strategy, no documented 

process, no approved tools.  

Emerging  Initial pilots or discussions 

exist, but controls are 

informal.  

Draft use cases, ad hoc 

experiments, early vendor 

demos.  

Defined  Policies, responsibilities, and 

use cases are documented.  

Approved AI policy, 

governance owner, 

documented HR AI goals.  

Managed  AI workflows are monitored, 

measured, and reviewed 

regularly.  

Dashboards, risk reviews, 

audit logs, bias testing, 

escalation records.  

Optimized  AI adoption is continuously 

improved and aligned to 

business outcomes.  

Continuous monitoring, 

lessons learned, mature 

governance cadence, 

measurable ROI.  
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1. AI Strategy & Leadership  

AI readiness starts with leadership clarity. HR teams should not adopt agentic AI simply 

because the technology is available or because competitors are using it. A strong strategy 

defines where AI will create business value, what decisions must remain human-led, 

which risks are unacceptable, and how success will be measured.  

1.1 AI Vision  

☐ We have a clear AI strategy for HR.  

A clear HR AI vision explains why the organization wants to use AI, which HR outcomes 

it supports, and how AI will fit into the broader people strategy. This vision should be 

specific enough to guide decisions about tools, data, governance, and investment.  

 What this means: HR has documented the purpose of AI adoption, such as 

improving hiring speed, reducing administrative workload, improving employee 

service quality, or strengthening workforce planning.  

 Example: “Our HR AI vision is to use AI agents to reduce repetitive administrative 

work, improve candidate responsiveness, and provide managers with faster 

workforce insights, while keeping all employment decisions under accountable 

human oversight.”  

 Evidence to collect: HR AI strategy document, board or executive presentation, 

people strategy alignment, approved AI principles, use case roadmap.  
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 Readiness signal: Leaders can explain where AI will and will not be used in HR.  

1.2 Leadership Buy-In  

☐ HR leadership actively supports AI adoption initiatives.  

Leadership buy-in means senior HR leaders actively sponsor AI adoption, allocate 

resources, remove barriers, and communicate expectations. It is not enough for leaders 

to approve a pilot; they must also support responsible use, change management, training, 

and governance.  

 What this means: The CHRO, HR leadership team, and relevant business 

executives understand the opportunities and risks of agentic AI.  

 Example: The CHRO sponsors a quarterly AI governance review where HR, Legal, 

IT, Security, and Compliance review active AI use cases and decide whether to 

scale, pause, or redesign them.  

 Evidence to collect: Steering committee minutes, budget approvals, sponsor 

appointment, executive communications, AI adoption roadmap.  

 Readiness signal: AI adoption is treated as a business transformation initiative, 

not just a technology experiment.  

1.3 Business Goals  

☐ We have defined objectives and success metrics for AI in HR.  
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Business goals convert the AI vision into measurable outcomes. Without clear metrics, 

HR may adopt AI tools that look innovative but do not improve quality, fairness, 

productivity, or employee experience.  

 What this means: HR has defined success measures before implementation, 

including operational, financial, experience, and risk-related metrics.  

 Examples of metrics: Time-to-fill, time-to-shortlist, candidate response time, 

recruiter workload reduction, hiring manager satisfaction, candidate experience 

score, quality of hire indicators, diversity funnel monitoring, error rate, escalation 

rate, and compliance exceptions.  

 Example goal: “Reduce interview scheduling turnaround time from five business 

days to two business days within one quarter, while maintaining candidate 

satisfaction above 85% and ensuring all scheduling exceptions are reviewed by a 

human coordinator.”  

 Evidence to collect: KPI definitions, baseline measurements, pilot scorecards, 

risk appetite statement, benefits realization plan.  

 Readiness signal: Every AI use case has a business owner, baseline, target, 

timeline, and risk control.  
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2. Recruiting & Talent Acquisition  

Recruiting is one of the most common HR areas for agentic AI because it contains many 

repeatable, high-volume workflows. However, it is also a high-risk area because AI may 

influence employment opportunities. Readiness in recruiting should therefore balance 

speed and efficiency with fairness, transparency, accessibility, privacy, and human 

accountability.  

2.1 AI-Powered Sourcing  

☐ We use AI to identify and source candidates.  

AI-powered sourcing uses AI to search talent pools, rediscover past applicants, identify 

candidate profiles, draft outreach, and recommend potential matches. In an agentic 

workflow, a sourcing agent may continuously scan approved databases, refresh 

candidate pipelines, and suggest outreach sequences based on role requirements.  

 What this means: AI is used to supplement recruiter sourcing, not to make final 

eligibility decisions.  

 Example: For a software engineering role, an AI sourcing tool searches internal 

talent pools and approved external platforms for candidates with relevant 

experience in cloud infrastructure, distributed systems, and programming 

languages. A recruiter reviews the list before any outreach is sent.  
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 Controls to check: Approved data sources, exclusion of sensitive attributes, 

sourcing criteria documented, recruiter review before contact, candidate privacy 

notices where required.  

 Evidence to collect: Sourcing workflow map, approved keyword and skills 

criteria, vendor documentation, data processing agreement, recruiter review 

logs.  

 Readiness signal: HR can explain why candidates were surfaced and can confirm 

that sourcing criteria are job-related.  

2.2 Resume Screening  

☐ AI assists in screening and shortlisting resumes.  

AI-assisted resume screening can help recruiters manage large applicant volumes by 

identifying applications that appear to match defined job criteria. This is useful when 

roles receive hundreds or thousands of applications, but it must be carefully governed 

because screening can affect who receives an interview opportunity.  

 What this means: AI may rank, categorize, or summarize resumes, but recruiters 

remain responsible for reviewing results and checking for false positives or false 

negatives.  

 Example: An AI screening assistant summarizes each resume against required 

criteria such as certification, years of relevant experience, location preference, and 
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required technical skills. It flags missing information but does not automatically 

reject candidates.  

 Controls to check: Job-related criteria, bias testing, explainability, human review, 

appeal or reconsideration process, accessibility accommodations, recordkeeping.  

 Evidence to collect: Screening rubric, model or vendor evaluation report, 

adverse impact analysis, audit logs, recruiter override records, candidate 

communication templates.  

 Readiness signal: The organization can demonstrate that AI screening is 

consistent, explainable, monitored, and not solely responsible for rejection 

decisions.  

2.3 Interview Coordination  

☐ AI automates interview scheduling and candidate communication.  

Interview coordination is a strong starting point for agentic AI because it is repetitive, 

time-sensitive, and usually lower risk than candidate evaluation. AI agents can check 

calendars, propose interview slots, send reminders, manage rescheduling, and update the 

applicant tracking system.  

 What this means: AI handles administrative coordination while humans remain 

available for exceptions, candidate concerns, and accessibility requests.  
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 Example: An AI scheduling agent identifies available times across three 

interviewers, sends the candidate two options, confirms the selected slot, attaches 

the interview guide, and reminds interviewers 24 hours before the meeting.  

 Controls to check: Calendar permission boundaries, approved message 

templates, escalation rules, accessibility support, data retention, candidate opt-

out route.  

 Evidence to collect: Scheduling workflow design, communication templates, 

exception logs, service-level targets, ATS update records.  

 Readiness signal: Candidates receive timely, accurate, and respectful 

communication, and exceptions are routed to a named HR owner.  

2.4 Human Oversight  

☐ Recruiters review and approve final hiring decisions.  

Human oversight is essential when AI influences employment opportunities. Recruiters 

and hiring managers should understand the AI output, challenge it where needed, review 

edge cases, and retain accountability for final decisions. Oversight should be meaningful, 

not a rubber stamp.  

 What this means: AI may recommend, summarize, prioritize, or coordinate, but 

final hiring decisions are made by trained humans with authority to override AI 

outputs.  
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 Example: If an AI screening assistant ranks a candidate lower because a resume 

lacks a specific keyword, the recruiter can review the resume manually and 

advance the candidate if equivalent experience is evident.  

 Controls to check: Human approval checkpoints, override process, escalation 

path, reviewer training, decision documentation, periodic audit of AI-assisted 

decisions.  

 Evidence to collect: Approval logs, recruiter training records, override examples, 

hiring decision records, governance review minutes.  

 Readiness signal: The organization can show who approved each AI-assisted 

hiring decision and why.  
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3. HR Automation  

HR automation is a practical foundation for agentic AI because it shows whether the 

organization already understands process standardization, system integration, exception 

handling, and service measurement. Before AI agents can safely take action, HR teams 

should know which tasks are repeatable, which require judgment, and where human 

approval is required.  

3.1 Administrative Tasks  

☐ Routine HR tasks are automated wherever possible.  

Administrative automation reduces manual workload by shifting repetitive, rule-based 

tasks from HR staff to approved systems. This may include leave balance checks, 

document generation, onboarding task reminders, benefits enrollment prompts, policy 

acknowledgments, employee data updates, and standard reporting tasks.  

 What this means: HR has identified routine tasks that can be completed 

consistently without case-by-case judgment.  

 Example: When a new employee joins, an automated onboarding workflow sends 

welcome emails, assigns policy acknowledgments, creates equipment requests, 

schedules orientation, and reminds the manager to complete the 30-day check-in.  

 Controls to check: Task ownership, approval rules, exception paths, audit trails, 

data access permissions, and periodic review of automated actions.  
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 Evidence to collect: Process inventory, automation roadmap, standard operating 

procedures, workflow logs, service-level metrics, and error reports.  

 Readiness signal: HR can clearly distinguish between tasks suitable for 

automation and tasks requiring human judgment.  

3.2 Employee Support  

☐ AI or chatbots handle common employee queries.  

AI-enabled employee support helps HR provide faster and more consistent answers to 

common questions. Typical topics include leave policies, payroll dates, benefits eligibility, 

onboarding steps, internal mobility, learning resources, and HR case status. A mature 

chatbot should not only answer questions but also trigger approved workflows and 

escalate complex or sensitive matters to humans.  

 What this means: Employees can get accurate, timely HR support through 

approved digital channels without waiting for every request to be handled 

manually.  

 Example: An employee asks, “How many vacation days do I have left?” The HR 

chatbot checks the HRIS, shows the current balance, explains the policy, and offers 

to start a leave request if the employee wants to proceed.  

 Controls to check: Approved knowledge sources, policy version control, 

authentication, privacy boundaries, escalation to HR, multilingual support, and 

clear disclosure that employees are interacting with AI.  
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 Evidence to collect: Chatbot knowledge base, conversation quality reports, 

escalation logs, employee satisfaction scores, ticket deflection metrics, and 

chatbot governance procedures.  

 Readiness signal: Common HR questions are answered consistently, while 

sensitive issues such as grievances, accommodations, investigations, and 

employee relations matters are routed to qualified HR professionals.  

3.3 Workflow Automation  

☐ HR processes are integrated across multiple systems with minimal manual effort.  

Workflow automation connects HR systems so that information moves across tools 

without repeated manual entry. This is especially important for agentic AI because AI 

agents often need to retrieve information, update records, send notifications, and trigger 

approvals across HRIS, ATS, payroll, learning, identity, ticketing, and collaboration 

platforms.  

 What this means: HR processes are designed end-to-end rather than managed 

through disconnected spreadsheets, emails, and manual handoffs.  

 Example: A promotion workflow updates the HRIS, triggers compensation 

approval, assigns manager communication tasks, updates payroll inputs, notifies 

IT of access changes, and records the approval history automatically.  
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 Controls to check: Integration ownership, data mapping, access controls, 

segregation of duties, approval thresholds, reconciliation checks, and exception 

monitoring.  

 Evidence to collect: System integration map, workflow diagrams, API or 

connector documentation, approval logs, reconciliation reports, and access review 

records.  

 Readiness signal: HR can track a process from request to completion across 

systems with minimal manual rework and clear accountability.  
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4. HR Analytics  

HR analytics readiness determines whether the organization can turn workforce data 

into reliable insights. Agentic AI depends on accurate, accessible, governed data. If HR 

data is incomplete, inconsistent, or poorly understood, AI-generated recommendations 

may be misleading even when the technology appears sophisticated.  

4.1 Data Visibility  

☐ We regularly monitor HR metrics through dashboards.  

Data visibility means HR leaders and stakeholders can regularly view reliable workforce 

metrics rather than depending only on one-off reports. Dashboards should help the 

organization understand what is happening across recruiting, retention, engagement, 

learning, workforce cost, diversity, absence, productivity, and service delivery.  

 What this means: HR has a trusted reporting layer with defined metrics, data 

owners, refresh frequency, and access rules.  

 Example: A talent dashboard shows headcount, vacancies, time-to-fill, turnover, 

internal mobility, learning completion, employee relations case volume, and HR 

service response times by business unit.  

 Controls to check: Data definitions, dashboard ownership, role-based access, 

data refresh controls, quality checks, and privacy safeguards.  
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 Evidence to collect: Dashboard screenshots, metric dictionary, data quality 

reports, HR data governance policy, and access review records.  

 Readiness signal: HR leaders can answer basic workforce questions quickly 

using trusted dashboards instead of manually combining spreadsheets.  

4.2 Predictive Insights  

☐ AI helps forecast hiring needs, attrition, or skill gaps.  

Predictive HR insights use historical and current data to estimate what is likely to happen 

next. This can help HR move from reactive reporting to proactive workforce planning. 

Common applications include forecasting future hiring demand, identifying roles with 

elevated attrition risk, estimating skill shortages, predicting training needs, and modeling 

workforce scenarios.  

 What this means: HR uses analytics and AI to identify likely workforce risks and 

opportunities before they become urgent business problems.  

 Example: A predictive workforce planning model flags that cloud security skills 

may be insufficient for a product launch six months away. HR responds by 

combining targeted hiring, internal reskilling, and contractor planning.  

 Controls to check: Model purpose, input data quality, explainability, bias 

monitoring, validation frequency, human review, and limits on automated 

decision-making.  
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 Evidence to collect: Forecasting methodology, model validation results, data 

source inventory, scenario planning outputs, risk review notes, and action plans.  

 Readiness signal: Predictive insights are used to support planning conversations, 

not to make unsupported or opaque employment decisions.  

4.3 Data-Driven Decisions  

☐ HR decisions are supported by analytics and AI-generated insights.  

Data-driven decision-making means HR leaders combine professional judgment with 

reliable evidence. AI-generated insights can help identify patterns, compare scenarios, 

summarize large datasets, and recommend options, but decisions should remain 

accountable, explainable, and aligned with policy, law, and organizational values.  

 What this means: HR uses data to inform decisions on hiring, workforce 

planning, learning investment, retention, engagement, and organizational design.  

 Example: Before launching a retention program, HR analyzes exit interviews, 

engagement survey trends, manager span of control, promotion patterns, 

compensation competitiveness, and workload indicators to identify the most 

likely drivers of turnover.  

 Controls to check: Decision rights, documentation standards, data interpretation 

guidelines, responsible AI review, privacy controls, and human accountability for 

final decisions.  
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 Evidence to collect: Decision memos, analytics packs, business case documents, 

governance review records, model output reviews, and post-decision outcome 

tracking.  

 Readiness signal: HR can show how analytics influenced decisions and whether 

those decisions produced the intended outcomes.  
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5. AI Governance & Compliance  

AI governance and compliance ensure that HR AI systems are used safely, fairly, 

transparently, and lawfully. This is especially important for agentic AI because AI agents 

may recommend actions, trigger workflows, access employee data, and influence 

employment-related outcomes. Governance should define who owns AI decisions, how 

risks are reviewed, what data can be used, and how issues are escalated.  

5.1 Human Review  

☐ AI-generated recommendations are reviewed before major decisions.  

Human review means that AI outputs are checked by qualified people before they are 

used in important employment decisions. In HR, this includes hiring, promotion, 

termination, performance management, compensation, disciplinary action, workforce 

restructuring, and employee relations matters.  

 What this means: AI may summarize information, identify patterns, or 

recommend options, but accountable HR professionals and business leaders must 

review the recommendation before action is taken.  

 Example: An AI tool identifies employees who may be at risk of attrition based on 

engagement trends and workload indicators. HR reviews the context, checks for 

data limitations, and uses the insight to improve support rather than to make 

punitive decisions.  

http://www.gsdcouncil.org/


 
 

www.gsdcouncil.org                                                     21 
 

 Controls to check: Decision thresholds, approval checkpoints, reviewer training, 

override rights, escalation routes, and documentation standards.  

 Evidence to collect: Approval logs, decision memos, reviewer sign-offs, override 

records, policy statements, and governance meeting notes.  

 Readiness signal: Major HR decisions are never made solely by AI, and reviewers 

can explain how AI outputs were used.  

5.2 Responsible AI  

☐ We have policies for ethical and responsible AI use.  

Responsible AI policies define how the organization expects AI to be selected, designed, 

deployed, monitored, and retired. For HR, these policies should address fairness, 

transparency, accountability, accessibility, explainability, privacy, security, and employee 

trust.  

 What this means: The organization has clear rules for acceptable and 

unacceptable AI use in HR, including when employees and candidates must be 

informed that AI is involved.  

 Example: A responsible AI policy states that AI can assist with drafting job 

descriptions and summarizing employee survey themes, but cannot 

independently reject candidates, determine pay, or make disciplinary 

recommendations without human review.  
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 Controls to check: AI use case intake, risk classification, model documentation, 

transparency notices, fairness reviews, vendor due diligence, and periodic policy 

updates.  

 Evidence to collect: Responsible AI policy, AI use case registry, governance 

framework, communication templates, training completion records, and vendor 

assessment files.  

 Readiness signal: HR staff know which AI uses are approved, restricted, or 

prohibited.  

5.3 Data Privacy  

☐ Employee data is managed securely and complies with privacy regulations.  

HR AI systems often process sensitive employee and candidate data, including identity 

information, employment history, compensation, performance data, benefits 

information, survey responses, and sometimes health or accommodation-related 

information. Strong privacy practices are essential before deploying AI at scale.  

 What this means: HR understands what data AI tools access, why it is needed, 

where it is stored, who can view it, how long it is retained, and whether it is shared 

with vendors or third parties.  

 Example: Before launching an AI chatbot for employee benefits, HR and Privacy 

confirm that the chatbot only retrieves approved policy information and 
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individual benefit data after authentication, and does not expose confidential 

employee records to unauthorized users.  

 Controls to check: Data minimization, consent or lawful basis, access controls, 

encryption, retention rules, data processing agreements, cross-border transfer 

review, and privacy impact assessments.  

 Evidence to collect: Data inventory, privacy impact assessment, access control 

matrix, retention schedule, vendor data processing agreement, security review, 

and employee privacy notice.  

 Readiness signal: HR can trace how employee data flows through AI-enabled 

processes and can demonstrate compliance with applicable privacy 

requirements.  

5.4 Risk Management  

☐ AI systems are regularly monitored for bias, accuracy, and compliance.  

AI risk management is the ongoing process of identifying, assessing, controlling, and 

monitoring risks across the AI lifecycle. In HR, this includes risks related to bias, 

inaccurate recommendations, privacy breaches, poor explainability, overreliance on 

automation, security vulnerabilities, vendor failure, and regulatory non-compliance.  

 What this means: AI controls are not limited to pre-launch review; they continue 

after deployment through monitoring, testing, audit, and improvement.  
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 Example: A resume screening tool is reviewed quarterly for accuracy, candidate 

funnel differences, recruiter overrides, complaint patterns, and changes in job 

requirements.  

 Controls to check: Risk register, bias testing, accuracy monitoring, drift 

detection, incident reporting, audit logs, compliance reviews, and vendor 

performance monitoring.  

 Evidence to collect: AI risk assessment, model monitoring reports, bias testing 

results, incident logs, remediation plans, audit reports, and vendor review 

minutes.  

 Readiness signal: AI risks are tracked with owners, due dates, mitigation actions, 

and escalation paths.  
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6. Technology & Data Readiness  

Technology and data readiness determine whether HR AI solutions can work reliably in 

real business conditions. Even strong AI tools will underperform if HR data is fragmented, 

systems are disconnected, permissions are unclear, or infrastructure cannot support 

secure and scalable AI workflows.  

6.1 Data Quality  

☐ HR data is accurate, complete, and well-organized.  

Data quality is one of the strongest predictors of AI success. HR AI systems depend on 

clean employee records, consistent job data, reliable skills information, accurate 

organizational structures, and well-maintained historical data. If the data is incomplete 

or inconsistent, AI outputs may appear confident but still be wrong.  

 What this means: HR has defined data standards, ownership, quality checks, and 

correction processes for key workforce data.  

 Example: Before launching a skills-matching AI tool, HR cleans job families, 

standardizes skills labels, validates employee profiles, and confirms that learning 

records are current.  

 Controls to check: Data dictionary, mandatory fields, validation rules, duplicate 

checks, data stewardship, correction workflows, and periodic data quality 

reviews.  
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 Evidence to collect: Data quality dashboard, data dictionary, master data 

ownership model, cleansing logs, exception reports, and HRIS audit results.  

 Readiness signal: HR can identify trusted sources of truth for employee, role, 

skills, compensation, performance, and learning data.  

6.2 System Integration  

☐ Our HR systems integrate with AI tools and platforms.  

System integration allows AI tools to retrieve relevant information, complete approved 

actions, and update records without forcing HR teams to manually copy data between 

systems. Integration is especially important for agentic AI because agents often need to 

coordinate across HRIS, ATS, payroll, learning, performance, identity, ticketing, and 

collaboration tools.  

 What this means: HR has secure, governed connections between core HR 

systems and AI-enabled workflows.  

 Example: An internal mobility AI assistant reads approved skills data, identifies 

open roles, recommends learning pathways, and updates the employee’s 

development plan after manager approval.  

 Controls to check: API governance, connector security, identity and access 

management, data mapping, error handling, audit logs, and segregation of duties.  
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 Evidence to collect: Integration architecture diagram, API documentation, access 

review records, data mapping files, testing results, and exception logs.  

 Readiness signal: AI workflows can access the right data at the right time without 

bypassing security, privacy, or approval controls.  

6.3 Infrastructure  

☐ Our technology stack can support AI-powered HR solutions.  

Infrastructure readiness means the organization has the technical foundation to deploy, 

secure, monitor, and scale AI-powered HR solutions. This includes cloud or platform 

capabilities, identity management, data storage, integration services, monitoring tools, 

security controls, and support processes.  

 What this means: IT, Security, HR Technology, and Data teams have confirmed 

that AI solutions can operate within approved enterprise architecture.  

 Example: Before deploying an HR service chatbot, IT confirms single sign-on, 

role-based access, logging, data retention, service availability, incident response, 

and vendor support requirements.  

 Controls to check: Security architecture, identity controls, monitoring, logging, 

backup and recovery, vendor resilience, performance testing, and incident 

response procedures.  
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 Evidence to collect: Architecture review, security assessment, penetration test 

results where applicable, service-level agreements, business continuity plan, 

support model, and monitoring dashboard.  

 Readiness signal: AI-powered HR solutions can be deployed securely, supported 

operationally, and scaled without creating unmanaged technology risk.  
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7. Workforce Readiness  

Workforce readiness focuses on whether HR professionals, managers, and employees 

have the knowledge, confidence, and support needed to use AI responsibly. Agentic AI 

adoption is not only a technology rollout; it changes how work is designed, how decisions 

are made, and how people collaborate with digital agents.  

7.1 AI Literacy  

☐ HR professionals understand AI fundamentals.  

AI literacy means HR professionals understand what AI can do, where it can fail, how 

outputs should be verified, and when human judgment is required. HR does not need 

every employee to become a data scientist, but HR teams should understand enough to 

ask informed questions, evaluate vendors, explain AI-assisted processes, and protect 

employees and candidates from poor use of AI.  

 What this means: HR professionals can distinguish between basic automation, 

analytics, generative AI, and agentic AI.  

 Example: A recruiter understands that an AI-generated candidate summary may 

be useful for efficiency, but still checks the resume, job criteria, and interview 

notes before making a recommendation.  

 Controls to check: AI literacy curriculum, role-based learning paths, responsible 

AI guidance, data handling rules, and refresh training when tools change.  
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 Evidence to collect: Training completion records, knowledge assessments, HR AI 

playbooks, prompt guidance, and policy acknowledgment records.  

 Readiness signal: HR staff can explain AI limitations, verify outputs, and escalate 

concerns instead of blindly trusting AI results.  

7.2 Employee Training  

☐ Employees receive ongoing AI learning opportunities.  

Employee training helps the workforce use AI safely, effectively, and consistently. 

Training should be ongoing because AI tools, risks, and business use cases evolve quickly. 

A strong program combines general AI awareness with practical role-based learning, 

such as how to use AI for drafting, summarizing, analysis, service support, project 

planning, or HR self-service.  

 What this means: Employees understand approved AI tools, safe data practices, 

verification expectations, and acceptable use boundaries.  

 Example: Employees complete a short AI essentials module, then attend role-

specific sessions showing how AI can support daily work without exposing 

confidential data or bypassing review requirements.  

 Controls to check: Training frequency, approved tool list, data classification 

guidance, manager reinforcement, learning effectiveness measures, and support 

channels.  
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 Evidence to collect: Learning paths, attendance records, completion dashboards, 

employee feedback, AI office-hour logs, and adoption metrics.  

 Readiness signal: Employees know how to use approved AI tools responsibly and 

when not to use AI.  

7.3 Change Management  

☐ Managers are prepared to lead AI-driven workplace changes.  

Change management prepares managers and teams to adopt AI in a way that builds trust 

rather than fear. Managers play a critical role because employees look to them for clarity 

on why AI is being introduced, how roles may change, what support is available, and how 

human judgment will remain valued.  

 What this means: Managers are equipped to communicate AI changes, redesign 

work, support learning, and address employee concerns.  

 Example: Before launching an AI-enabled HR service desk, managers receive 

talking points, escalation guidance, training materials, and a change impact 

summary explaining how employee support workflows will change.  

 Controls to check: Stakeholder mapping, change impact assessment, 

communication plan, manager enablement, feedback loops, resistance 

management, and adoption tracking.  
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 Evidence to collect: Change plan, manager briefing packs, communication 

calendar, pulse survey results, adoption dashboards, and lessons learned.  

 Readiness signal: Managers can explain the purpose of AI adoption and help 

employees adapt with confidence.  
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8. Agentic AI Readiness  

Agentic AI readiness assesses whether HR is prepared to use AI agents that can plan, 

coordinate, and complete multi-step work. This requires more than digitized processes. 

It requires clear workflow ownership, defined handoffs between humans and AI, reliable 

data access, strong controls, and a roadmap for scaling from low-risk pilots to broader 

HR transformation.  

8.1 Workflow Identification  

☐ We've identified HR processes suitable for AI agents.  

Workflow identification means HR has reviewed its processes to determine where AI 

agents can create value safely. Suitable workflows are usually repeatable, rules-based, 

data-supported, measurable, and low to moderate risk. High-impact areas may include 

onboarding, interview scheduling, HR service requests, learning recommendations, 

internal mobility, workforce planning support, and compliance reminders.  

 What this means: HR has mapped processes and prioritized agentic AI use cases 

based on value, feasibility, risk, and readiness.  

 Example: HR selects onboarding as an early agentic AI use case because it 

involves repeatable steps, multiple systems, clear deadlines, and measurable 

employee experience outcomes.  
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 Controls to check: Use case intake criteria, risk scoring, process maps, business 

owner assignment, data availability, and human approval points.  

 Evidence to collect: AI use case backlog, workflow inventory, process maps, 

prioritization matrix, risk assessment, and pilot selection rationale.  

 Readiness signal: HR can explain why certain workflows are ready for AI agents 

and why others should remain manual or human-led.  

8.2 End-to-End Automation  

☐ AI can complete multi-step HR workflows with minimal intervention.  

End-to-end automation means AI agents can coordinate a complete workflow across 

steps, systems, and stakeholders while following approved rules. The goal is not to 

remove humans from HR, but to reduce avoidable manual effort and ensure people 

intervene at the right points.  

 What this means: AI agents can gather information, trigger tasks, send 

communications, update systems, monitor progress, and escalate exceptions.  

 Example: An onboarding AI agent sends pre-joining instructions, checks 

document completion, creates HRIS tasks, coordinates IT equipment requests, 

reminds the manager about the first-week plan, and escalates missing steps to HR.  

 Controls to check: Workflow permissions, action limits, audit trails, exception 

rules, rollback procedures, approval gates, and monitoring dashboards.  

http://www.gsdcouncil.org/


 
 

www.gsdcouncil.org                                                     35 
 

 Evidence to collect: Workflow test results, automation logs, exception reports, 

integration records, user acceptance testing, and service performance metrics.  

 Readiness signal: AI can complete approved multi-step workflows consistently 

while routing exceptions and critical decisions to humans.  

8.3 Human-in-the-Loop  

☐ Critical HR decisions always include human oversight.  

Human-in-the-loop design places human review at critical points in an AI workflow. This 

is especially important where AI may affect rights, opportunities, pay, employment 

status, wellbeing, privacy, or fairness. Human review should be built into the workflow 

design rather than added informally after problems occur.  

 What this means: AI workflows pause for human review when the decision is 

sensitive, high-impact, ambiguous, or outside approved thresholds.  

 Example: An AI agent may draft a recommended response to an employee 

relations case, but an HR business partner reviews, edits, and approves the 

response before it is sent.  

 Controls to check: Critical checkpoint definitions, reviewer qualifications, 

approval queues, escalation rules, decision logs, and override mechanisms.  

 Evidence to collect: Human review workflow design, approval records, reviewer 

training, escalation logs, override reports, and audit trail samples.  
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 Readiness signal: Human oversight is meaningful, documented, and positioned 

at the right decision points.  

8.4 Future Roadmap  

☐ We have a roadmap for scaling Agentic AI across HR functions.  

A future roadmap helps HR move from experimentation to controlled scaling. It should 

define priority use cases, required capabilities, governance milestones, data 

improvements, technology investments, training plans, change management activities, 

and success metrics. The roadmap should also show how AI adoption will be reviewed 

and adjusted over time.  

 What this means: HR has a phased plan for moving from selected pilots to 

broader agentic AI adoption across the function.  

 Example: Year 1 focuses on low-risk workflows such as scheduling, HR service 

queries, and onboarding reminders. Year 2 expands to workforce planning 

support and learning recommendations. Year 3 explores advanced human-agent 

collaboration in internal mobility, skills planning, and HR operations 

optimization.  

 Controls to check: Roadmap ownership, funding, dependency tracking, 

governance checkpoints, risk reviews, benefits tracking, and sunset plans for 

ineffective tools.  
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 Evidence to collect: Multi-year roadmap, business case, investment plan, AI 

governance calendar, pilot evaluation reports, and benefits realization 

dashboard.  

 Readiness signal: HR can show a realistic path for scaling agentic AI while 

maintaining accountability, trust, and compliance.  
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Conclusion 

Agentic AI is redefining HR, but successful adoption starts with understanding where 

your organization stands today. Whether you're exploring AI for recruiting, automating 

HR workflows, or building a long-term AI strategy, assessing your current capabilities is 

the first step toward meaningful transformation. 

Use this checklist to identify strengths, uncover gaps, and prioritize the actions that will 

help your HR team adopt AI confidently, responsibly, and at scale. The future of HR isn't 

about replacing people—it's about empowering them with the right AI capabilities. 
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