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Executive Summary

Navigating Al in the Global
Talent Market

In my role advising international companies on
their talent strategies, | see firsthand how quickly
the global landscape is evolving. Right now, there is
no greater catalyst for change than the integration
of Al with how we work.

Our 2026 Global Al Report, which draws on
insights from over 1,900 employees and nearly 150
employers across seven global markets, reveals a
complex reality:

Alis already embedded in everyday working lifeand
is delivering tangible benefits for many employees
and employers. But adoption is moving faster
than many organisations’ recruitment practices,
governance, training and workforce strategies can

adapt.

The Recruitment Al Paradox

The data clearly shows that Al has moved from its
experimental phase to an everyday workplace
tool for many employees surveyed. With 62% using
Al daily at work, a combined 70% say Al has made
their work easier. Al is also changing the nature of
work.

Some 27% say they now spend more time on
strategic planning and decision-making, while
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24% spend more time reviewing and validating
Al-generated output. This suggests that Al is not
simply removing tasks; it is creating a new human
responsibility around judgement and verification.

The recruitment findings reveal an equally
interesting tension. Some 78% of candidates use
generative Al during their job search, including
59% who use it to improve CVs and cover letters,
43% for interview preparation and 35% to optimise
applications for ATS algorithms.

For employers, this creates a new verification
challenge. Some 29% say candidate Al use has
made it harder to verify skills and backgrounds,
although 38% report no measurable impact and
27% say it has made screening easier.

The challenge for talent leaders is therefore not
simply application volume, but how to assess
genuine capability when Al can help candidates

produce increasingly polished applications.

The Human Element Remains
Important

Perhaps the most striking recruitment finding is
the difference between candidates’ willingness
to use Al and their willingness to be evaluated by
it. Only 5% trust Al to make recruitment decisions
independently, while 44% trust it when used
alongside human decision-making.
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Employer Al screening creates some degree of
hesitation for 49% of candidates: 23% say it would
make them significantly less likely to apply, while a
further 26% say they would be slightly hesitant but
would still apply.

This points to a clear candidate preference for
human involvement in consequential recruitment
decisions. Some 40% of employers maintain
human-in-the-loop oversight for candidate
rejections, suggesting many organisations already
recognise the importance of human judgement
within Al-supported recruitment.

Bridging the Governance and
Upskilling Gap

One of the clearest governance questions
raised by the research is the use of personal Al
accounts for work. Nearly half (48%) of employees
surveyed say they use personal Al accounts for
work at least occasionally. Depending on what
information employees enter into these tools and
the safeguards in place, this may create data,
confidentiality or intellectual property risks.

The training data also points to a significant gap.
Only 25% say their employer is actively investing
adequately in their Al upskilling. Some 28% say
training is available but inadequate, while 30%
report no employer investment. Meanwhile, 52%
of employers plan to increase Al training budgets,
suggesting that many organisations recognise the
need to catch up.

This is made worse by a worrying governance
awareness gap and inadequate upskilling. While
52% of employers plan to increase their Al training
budgets, 58% of employees currently feel the
training provided is inadequate or non-existent,
leaving 30% to upskill on their own time. As Al
becomes more embedded in everyday work, the
findings point to a need for clearer organisational
guidance and greater investment in employee Al
skills.

Al Attitudes Differ Significantly
by Market

For multinational companies, accounting for
regional differences is critical. The research shows
marked differences in attitudes towards Al-assisted
recruitment across the markets surveyed.
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Candidate resistance is particularly pronounced in
Ireland and the UK. Some 35% of Irish candidates and
28% of UK candidates say employer Al evaluation
would make them significantly less likely to apply
to a job with that employer, compared with 13%
in Singapore, NN% in Japan and 10% in Hong Kong.
Complete distrust of Al in recruitment also reaches
32% in Ireland and 27% in the UK, compared with
just 9% in Hong Kong and Japan.

For global employers, this suggests Al recruitment
strategies should reflect local candidate
expectations rather than assuming the same level
of acceptance everywhere.

Looking Ahead to the Future

Employee  concern  about Al-driven job
displacement is real, but current employer
behaviour is less dramatic than those concerns
might suggest. Some 46% of employees are either
very concerned (16%) or somewhat concerned
(30%) that Al could replace their job.

By comparison, 64% of employers report that Al
has had a neutral impact on headcount, while 7%
report a reduction and 13% say Al has slowed their
planned headcount expansion.

This gap between employee anxiety and current
employer behaviour is an important workforce
issue in itself. A further 43% of employers describe
their long-term approach as ‘people-first’, using Al
to augment rather than replace human talent.

The mandate for employers is therefore emerging:
organisations that combine Al adoption with clear
governance, meaningful upskilling and appropriate
human judgement will be better positioned to
capture its benefits while managing the associated
risks.

Trayc Keevans

Global Director,

Head of Research &
Foreign Direct Investment
Morgan McKinley
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Part 1. The Impact of Al on Recruitment

Insight #1:
Al Is Trusted To Assist, Not Decide

Figure 1.1:
Candidates’ reasons for using Al during job search

To write or improve my CV and/or cover letters

To ensure I'm prepared for interviews
To speed up the application process and apply to more roles

To ensure my CV passes applicant tracking systems’ algorithms

| do not use generative Al in my job search

Other

0 10 20 30 40 50 60

Note: This question was set up as a ‘select all that apply’, so the total does not add up to 100%.

Figure1.2:
Impact of employers using Al screening on
candidates

Al use by candidates during
recruitment

The survey found that 78% of candidates use
generative Al in some form during their job search.
The most common use is to write or improve

CVs or cover letters (59%), followed by interview
preparation (43%). Some 36% use Al to accelerate

applications and 35% use it to optimise CVs for ATS
algorithms.

The impact of Al screening by

@® It would make me It would make me employers
significantly slightly more likely
less likely to apply to apply Almost half report some degree of concern or
® It would make me OV hesitation when employers use Al evaluation. Some
slightly hesitant, but more likely to apply 23% would be significantly less likely to apply, while
would still apply as | would expect a 26% would be slightly hesitant but would still apply.
@ 't would not affect faster process

o . Only 15% say Al screening would make them more
my decision either way

likely to apply, while 36% say it would have no
impact either way.
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However, nearly half of respondents would be
reluctant to apply to businesses that use Al for
candidate screening, with 23% stating it would
make them significantly less likely to apply
and 26% feeling slightly hesitant. Only 15% view
employer Al screening as a positive and 36% say
that automated evaluation would not impact their
decision either way.

Figure 1.3:
Candidates’ feelings about the use of Al in
recruitment

5% 5%

g e : (

¥
w1 ¥

@ | trust Al to make @ I|donot trust Al to be
recruitment decisions used in recruitment

@ | trust Al but only when © I'mnot sure
used alongside human
decision-making

@® | have limited trust in
Al for recruitment

Figure 1.4:
What employers do to limit Al bias in recruitment

We maintain strict "human-in-the-loop”
oversight for every single rejection

We do not currently use Al in our recruitment process

We currently have no formal framework or audit process for Al hiring bias

We deliberately focus on text-transcript analysis over facial analysis

1% We require third-party vendors to provide bias-audit certifications

0 5 10 15 20 25 30 35 40

Note: This question was set up as a ‘select all that apply’, so the total does not add up to 100%.
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Candidate trust in Al for hiring
decisions

This caution is also reflected in attitudes towards
Al-supported recruitment decisions. Only 5% say
they would trust a recruitment decision made by
Al alone, compared with 44% who would trust Al
when it is used alongside human decision-making.
A further 24% report limited trust, while 22% say
they do not trust Al in recruitment decisions.

Candidates therefore appear comfortable using
Al to support their own job search, but are more
cautious when Al is used to evaluate them. For
employers, being clear about how Al is used and
the role people continue to play in hiring decisions
may therefore become an important part of the
candidate experience.

The employer findings provide some evidence
that this is already being recognised. Some 40%
of employers say they maintain strict human
oversight for every candidate rejection where Al
is involved. However, 23% report having no formal
bias audit framework, while 37% say they do not

currently use Al in recruitment. This suggests that
approaches to oversight remain varied across
employers rather than representing a consistent
standard.

1/~ MorganMcKinley
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Insight #2:
Al Accelerates Applying, Delays Screening

Figure 2.1:
Employers’ opinions on candidates’ Al use

<I:¥/8 It has had no measurable impact on our process

It has made it harder to verify a candidate’s skills and background

Y5 It has made it easier for us to quickly screen out candidates

It has made our commmunication with candidates easier

P4l It has drastically increased application volumes and slowed us down

Other

10 15 20 25 30 85 40

o
o1

Note: This question was set up as a ‘select all that apply’, so the total does not add up to 100%.

Figure 2.2:
What employers use Al for in their recruitment

m We do not currently use Al in our recruitment funnel

Parsing and initial CV/resume screening

I'm not sure if we use Al in our recruitment

Al video/transcript analysis of candidate interviews

Candidate sourcing and passive talent discovery

Automated skills assessments or simulators

Other

Automated interview scheduling and basic chatbots

0 5) 10 15 20 25 30 85 40

Note: This question was set up as a ‘select all that apply’, so the total does not add up to 100%.
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Employer sentiments on Al use by
candidates

For 38% of employers, Al usage by candidates has
had no impact on their hiring process, but 29%
report that Al makes it more difficult to verify an
applicant’s skills and background.

Similarly, while 27% of employers say that
candidate Al use has made it easier to filter out
applicants, 9% feel overwhelmed by inflated
application volumes that are slowing down their
time to hire.

Use of Al by employers in the recruitment
process

Interestingly, over a third of employers (36%) do
not use Al anywhere in their recruitment funnel, and
another 21% are unsure whether they do. For those
who do, Al usage is concentrated in early-stage
evaluation, such as initial CV and resume parsing
(31%), Al video or transcript analysis of candidate
interviews (20%) and passive candidate sourcing
(17%).

Figure 2.3: Whether employers use Al
detection software

@ Yes, but we only use
it as data, we do not
automatically
reject them

@ I'm not sure if we use
Al detection software

@ Yes, and we
automatically
penalise/reject highly
flagged applications

® No, we believe
candidate use of Al is
an acceptable tool for
efficiency

@ No, but we are looking
into purchasing Al
detection software
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Use of Al detection tools by employers

About16% of businesses are considering purchasing
Al detectiontools. Right now, applications optimised
with Al are rarely penalised, with 42% of employers
viewing Al as an acceptable tool for efficiency. Only
2% automatically reject flagged applications, while
14% use Al detection as data rather than as a filter.

What this means for employers

As the use of Al by candidates becomes
more widespread, its impact on hiring teams
is mixed. While 38% report no measurable
impact and 27% say Al-assisted applications
have made candidates easier to screen,
29% say they are finding it harder to verify
candidates’ skills and backgrounds. A further
9% say increased application volumes are
slowing down the hiring process.

This suggests that as Al becomes a more
established part of the application process,
employers may need to place greater
emphasis on verifying candidates’ skills

rather than relying on the application
alone. Structured assessments or practical
evaluation could play a greater role in testing
candidates’ genuine capabilities.

2026 Global Al Report n



Insight #3:
Attitudes to Al in Hiring Differ by Market

Figure 3.1:
Employers’ use of Al in recruitment by region

Parsing and CV screening

Hong Kong
Singapore
Japan 42%
Global
Australia 29%

Ireland

UK

EII!

o

10 20 30 40 50 60 70
Passive talent sourcing

Hong Kong
Ireland
Global

Singapore
Japan 16%

UK

Australia

o

10 20 30 40

Permit candidate use of Al

Hong Kong
UK

Ireland 44%

Global
Japan 37%

Singapore

Australia

!||!

o

10 20 30 40 50 60 70

Al video [ transcript analysis

singapore [T

Japan
Global
UK
Ireland
Australia
Hong Kong | 0%

0 10 20 30 40 50

Don’t use Al in hiring

UK
Ireland

Global 36%

|

Singapore
Japan 21%

Australia 14%

Hong Kong | 0%

0 10 20 30 40 50 60

Please also note overall employer respondent
volumes are significantly lower than
candidate/employee respondent volumes.
See below for reference:

Australia total = 23
Hong Kong total = 6
Ireland total = 50
Japan total = 23
Singapore total =11

UK total = 28

Note: This question was set up as a ‘select all that apply’, so the total does not add up to 100%. Also, the employer data received

for Canada was not high enough to include.
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Figure 3.2:
Candidate trust in Al screening by region

Less likely to apply if employer uses Al screening

Ireland

UK
Australia
Globall
Singapore
Japan
Hong Kong

Canada

40

Do not trust Al in recruitment

Ireland

UK
Australia
Canada
Global
Singapore
Hong Kong

Japan

40

The outlook in Asia

Al use in recruitment is more common among
employers surveyed in several Asian markets, while
candidate resistance is also lower. Hong Kong
and Singapore report the highest use of Al for CV
parsing, at 67% and 50% respectively, while 50% of
Singaporean employers use Al for interview video
or transcript analysis.

Candidate use of Al during the job search is also
high in Hong Kong, where 79% use it to refine their
CV and 50% use it to apply for more jobs. Distrust of
Al in recruitment decisions is relatively low in both
Hong Kong and Japan, at 9%, compared with 22%
globally.

Trust Al only with human oversight

Hong Kong
Singapore
Japan
Global

Australia
UK

Canada

Ireland

Unaffected by employer Al screening

Hong Kong
Japan
Singapore
Global
Australia
Ireland

UK

Canada

The outlook in Ireland and the UK

In Ireland and the UK, there is greater restraint
around the use of Al in hiring. Over half of UK
employers (55%) and 47% of Irish employers
surveyed do not use Al in their recruitment
processes.

Candidates in these markets also show greater
caution. In Ireland, 35% say they would be
significantly less likely to apply to an employer
using Al evaluation, compared with 28% in the UK.
Distrust of Al in recruitment decisions is also higher
in Ireland (32%) and the UK (27%) than in the other
markets surveyed.
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Figure 3.3:

Reason for candidate use of Al in job search by region

Write [ refine CV and cover letters

Hong Kong
Japan
Australia
Singapore
Global
Canada
UK

Ireland

0O 10 20 30 40 50 60 70 80

CV optimisation for ATS algorithms

Singapore
Hong Kong
Australia
UK

Ireland

Global
Canada

Japan

Do not use Al in job search

Ireland

UK
Singapore
Global
Canada
Australia
Japan

fong Kong

Note: This question was set up as a ‘select all that
apply’, so the total does not add up to 100%.
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Interview preparation

Hong Kong
Singapore
Japan

UK

Global
Canada
Ireland

Australia

Acceleration of applications

Hong Kong
UK

Australia
Global
Ireland

Singapore
Japan

Canada
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Regional differences in opinions on
candidate Al use

Employers’ attitudes towards candidate Al use
also vary across the markets surveyed. Among
UK employers, 55% say candidate Al use is
acceptable, while 14% of Australian employers say
they automatically reject applications identified as
Al-created. A further 21% of Australion employers
report monitoring Al wuse in applications.
Meanwhile, 25% of Irish employers and 21% of
Japanese employers say they are considering Al
detection software.

Candidate behaviour also differs by market.
While using Al to improve CVs is common across
the countries surveyed, using it to optimise
applications for applicant tracking systems is
more prevalent in Singapore (47%), Hong Kong
(45%) and Australia (41%), compared with 16% in
Japan. Al use for interview preparation is highest in
Hong Kong (58%) and Singapore (49%).

0= MorganMcKinley
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Al in Recruitment:
Regional Comparisons

Hong Kong & Singapore
lead Al use in screening

In Hong Kong, 79% of candidates use
Al to improve their CVs, while 67% of
employers surveyed use Al for CV
parsing and screening. In Singapore,
46% of candidates use Al to optimise
their CVs for applicant tracking
systems, while 50% of employers use
Al for CV parsing or interview video or
transcript analysis.

Candidates in Ireland and the
UK show greater caution

In Ireland, 35% of jobseekers say
Al evaluation would make them
significantly less likely to apply to a
job, compared with 28% in the UK.
Meanwhile, 25% of UK employers
say candidate Al use has increased
application volumes and slowed
screening, while 40% say it has made
skills and backgrounds harder to
verify.

Japanese candidates show
lower distrust in Al

While 16% of Japanese candidates use
Al to optimise their CVs for applicant
tracking systems, compared with 35%
globally, only 9% say they do not trust
Alin recruitment decisions, compared
with 22% globally. Among Japanese
employers surveyed, 42% also use Al
for CV parsing and screening.

Australian employers are
firmer on Al applications

Some 41% of Australion candidates
use Al tools to optimise their CVs
for applicant tracking systems but
caution is warranted here. Among
the Australion employers that
were surveyed, 14% say that they
automatically reject applications
identified as Al-generated, compared
with only 2% globally.

Canadian candidates show
higher trustin Al

Among Canadian candidates
surveyed, 19% say they would trust
hiring decisions made by Al alone,
compared with 5% globally. Some
59% use Al to write/improve their
CV when applying for jobs. Employer
use of Al screening would make 9%
slightly more likely to apply and 16%
significantly more likely.

Note: Canadian candidate findings should be interpreted with caution due to a smaller respondent base of only 33
respondents in Canada, so calling them the ‘highest’ globally gives a small sample more authority than it deserves.



Part 2. Al's Impact on the Future of Work

Insight #4:
Al Enables More Strategic Work

Figure 4.1:
Frequency of Al tool use at work by employees

@ Daily
® Weekly

@ Less than weekly

Ad hoc for defined
projects or tasks

| do not currently
use Al tools at worl

Figure 4.2:
Al tools used by employees at work

Al chatbots (e.g. ChatGPT Enterprise, Microsoft
Copilot, Google Gemini, Claude)

Al meeting assistants, transcription or scheduling tools
(e.g. Microsoft Teams, Zoom Al, Otter.ai)

Al document or presentation tools (e.g. Microsoft
° Copilot,Google Workspace Al, Canva AI)

Al coding, development, trouble shooting or data
analysis tools (e.g. GitHub Copilot, Tableau Al)

Al features built into business software
@ (e.g. Salesforce, HubSpot, SAP, Adobe, Workday)

| do not currently use Al tools at work
F Other

0 10 20 30 40 50 60 70 80

Note: This question was set up as a ‘select all that apply’, so the total does not add up to 100%.

Employees’ use of Al at work

The survey found that the majority of employees
are using Al at work, with 62% using it daily, 15%
using it weekly (bringing regular use to 77%) and
only 13% not using it at all at work.

Al chatbots are by far the most widely used tools,
with 74% of employees using platforms such as
ChatGPT Enterprise, Microsoft Copilot, Google
Gemini or Claude. Al meeting, transcription or
scheduling tools are used by 42%, closely followed
by Al document and presentation tools at 41%.

K{,\ MorganMcKinley 2026 Global Al Report 17
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Figure 4.3:

How employees say Al has changed the way

they work

@ ! spend more time on
strategic planning or
decision-making

@® ! spend more time
building relationships
with clients, customers
or colleagues

@ | spend more time
reviewing or validating
Al-generated outputs

Figure 4.4:

@ Ispend more time
analysing data or
interpreting insights

@ Al has not changed
how | spend my
time at work

© | do not use Al
at work

© Other
(please specify)

The overall impact of Al on employees’ work

@ 't makes my work
significantly easier

® It makes my work
somewhat easier

@ It has little or no
impact on the
way | work

MorganMcKinley
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It makes my work
somewhat more
difficult

It makes my work
significantly more
difficult

| do not currently
use Al at work

Theimpact of Alonwhatemployees
focus on at work

Al use is also changing how employees spend their
time at work, with 27% now spending more time on
strategic planning and decision-making, and 24%
on reviewing and validating Al-generated outputs.
Some employees report spending more time on
data analysis (10%) or building relationships with
clients or colleagues (9%), while 14% say Al has not
changed how they spend their time.

For most employees using Al, the impact on their
day-to-day work is positive. A combined 70% say
Al has made their work easier, with 44% saying
somewhat easier and 26% significantly easier. Just
8% say it has made their work more difficult, while
1% report no impact or do not use Al tools at work.

What this means for employers

Al is not only making work easier for many
employees; it is also changing where they
spend their time. More than a quarter (27%)
report spending more time on strategic
planning and decision-making, while almost
as many (24%) are spending more time
reviewing and validating Al-generated
outputs.

The findings suggest that as Al takes on
more tasks, employees’ ability to assess the
quality of its output may become increasingly
important. This has implications for how
organisations think about Al skills and the
support employees need as their roles evolve.

2026 Global AlReport 18



Insight #5:

Personal Al Account Use Is Creating Risk

Figure 5.1:
Employees’ use of personal Al accounts at work

@ VYes, daily No

| do not use Al

® Yes, regularly tools at work

@ VYes, occasionally

Figure 5.2:
Al tools used in employees’ personal life

@l Claude, Microsoft Copilot)

Al writing, grammar or translation tools (e.g. Grammarly, Deepl, Google Translate)

Al search tools (e.g. Google Al Overviews, Perplexity)

Al voice assistants (e.g. Siri, Alexa, Google Assistant)

Alimage or design tools (e.g. DALL-E, Midjourney, Adobe Firefly, Canva Al)

| do not use Al tools in my personal life

Other

0 20 40 60 80 100

Note: This question was set up as a ‘select all that apply’, so the total does not add up to 100%.
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The use of personal Al accounts at
work

Nearly half of employees (48%) say they use
personal Al accounts for work, either daily (20%),
regularly (11%) or occasionally (17%). This raises
questions around how organisations manage the
use of personal Al accounts, particularly where
sensitive company information may be involved.

The popularity of Al tools in and
outside work

Al chatbots dominate usage in both personal and
professional settings, used by 84% of respondents
in their personal lives and 74% at work. In their
personal lives, 40% use Al for writing or translation
and 34% for search, while 25% use voice assistants.

At work, meeting, transcription or scheduling tools
are used by 42% of employees, closely followed
by document and presentation tools at 41%. Al
tools for coding or data analysis are used by 22%.
Overall, 15% say they do not use any of the listed Al
tools at work, compared with 9% who do not use Al
tools in their personal lives.

Figure 5.3:
Employers’ Al governance according to
employees

@ My organisation has no
Al policy or guidance

@ My organisation has a
formal Al policy

@ My organisation has
guidance on Al use,
but not a formal policy

@ I'm not sure

@ other (please specify)

\}_,,"; MorganMcKinley
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Figure 5.4:
Employers’ Al governance approach according
to employers

@ My organisation has
a formal Al policy

@ My organisation has no
Al policy or guidance

@ My organisation has
guidance on Al use, but
not a formal policy

@ I'm not sure

@ Other

Al policies: Employers versus
employees

The findings also point to a gap between how
employers describe their Al governance and
employees’ awareness of it. Nearly half of
employers (48%) say their organisation has a
formal Al policy in place, compared with 40% of
employees who say they are aware of one.

A further 39% of employers report having guidance
on Al use without a formal policy, compared with
23% of employees. Among employees, 18% say
their organisation has no Al policy or guidance,
while 16% are unsure whether any exists.

What this means for employers

The difference between employer and
employee responses suggests that having
Al policies or guidance in place does not
necessarily mean employees are aware of
them. This becomes more relevant given that
48% of employees say they use personal Al

accounts for work at least occasionally.

As Al becomes more embedded in everyday
work, the findings point to the importance
of making organisational guidance clear to
employees and ensuring they understand
how Al can be used appropriately at work.

2026 Global Al Report 20



Insight #6:
Replacement Fears Don’t Match Plans

Figurle ?-“ | Aiob re Employee concerns about job
Level of employee worry of Al job replacement di
isplacement

Around half (50%) of employees say they are
either not very concerned or not concerned at all
about their role being replaced by Al. However,
46% express some level of concern, with 16% very
concerned and 30% somewhat concerned.

Current employer data shows more limited
evidence of direct job displacement. Aimost two-
thirds (64%) say Al has had a neutral impact on
headcount, while 13% say it has slowed planned
headcount expansion. Some 7% report a reduction
in headcount, while 6% have increased hiring due
to the need for specialist Al talent.

@ Very concerned @ Not very concerned Figure 6.3: . .
Impact of Al on graduate hiring, according to
® Somewhat Not concerned at all employers
concerned
I'm not sure

Figure 6.2:
Impact of Al on headcount, according to
employers

We expect to
delay/reduce
graduate recruitment
while we assess Al's

@® We expect to recruit
more graduates

® We expect to recruit a impact
similar number of
graduates, but with We do not expect
different skills Al to change our
@® thasresultedina It has increased our graduate

reduction of headcount headcount due to @ We expect to recruit recruitment plans
fewer graduates as Al

the need for . i
will automate some We do not recruit

® It has slowed down

our planned specialist Al talent entry-level work graduates

headcount expansion B e I'm not sure
@ lthashada

neutral impact on

headcount
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Figure 6.4:
Long-term approach to Al, according to
employers

@ People-first: We see Al
as a tool to support
employees, not
replace them

Too early to say: We
haven't decided
what our long-term
approach will be

@® Automation-first: We
expect Al to automate
work and reduce
employees

Not currently a focus:

We are focused on

immediate workforce

priorities

@ Flexible approach:
We'll adapt based on
business needs and
Al advances

Other

The impact of Al on future hiring
plans

The picture for early-career hiring is mixed. Over a
quarter (27%) of employers say Al will not change
their graduate recruitment plans, while 13% expect
to recruit a similar number of graduates but with
different skills. Some 11% expect to recruit fewer
graduates as Al automates some entry-level
work, while 5% expect to delay or reduce graduate
recruitment as they assess its impact.

Looking further ahead, 43% of employers describe
their approach as ‘people- first’, viewing Al as a tool
to support employees rather than replace them. A
further 30% expect to take a flexible approach as
business needs and Al capabilities evolve. Only
5% currently describe their long-term strategy as
‘automation first'.

Taken together, the findings suggest a
gap between employee concern about job
replacement and the workforce changes
employers report having made so far. While 46%
of employees express some concern about their
role being replaced, direct headcount reductions

i 7 MorganMcKinley
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attributed to Al remain relatively limited among

employers surveyed.
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Al & The Future of Work:
Regional Comparisons

APAC shows high Al use and
self-upskilling

Daily Al use at work is highest in
Japan (78%) and Hong Kong (77%),
compared with 62% globally. Yet
only 19% in Japan and 15% in Hong
Kong say their employer is investing
in Al upskilling, compared with 25%
globally. Some 47% of Hong Kong and
32% of Japanese employees report
no employer investment will upskill in
their own time.

UK employers report lower
investment in Al skills

Among UK employers, 44% report
having no budget for Al skills
development, compared with 19%
globally. A further 44% say they
have no active Al upskilling strategy,
compared with 31% globally. Formal
Al policies are also less common
among UK employers surveyed, at
31% compared with 48% globally.

Australian employers report
higher Al governance

Among Australian employers, 86%
say they have a formal Al policy in
place, compared with 48% globally.
By contrast, no Hong Kong employers
surveyed report having a formal Al
policy. Among Hong Kong employees,
25% say their organisation has a
formal policy, while 23% report having
guidance on Al use.

Canadian workers report
higher use of Al coding

Canadian respondents report higher
use of Al coding and data analysis
tools, at 45% compared with 22%
globally. Use of document and
presentation tools is lower, at 13%
compared with 41% globally, as is the
use of writing or translation tools, at
16% compared with 40% globally.

Personal Al account use is
higher among Japanese
employees

Japanese employees report the
highest daily use of personal Al
accounts for work among the
markets surveyed, at 30% compared
with 20% globally. By contrast, 55%
of Canadian respondents and 53%
of Australian respondents say they
do not use personal Al accounts for
work, compared with 44% globally.



Part 3. Al's Impact on Workforce Planning

Insight #7:
Al Adoption Is Outpacing Employee Upskilling

Figure 7.1:
Al training provided by employers, according to
employees

@ Yes, they are actively No, there has been
investing in my Al no investment but
upskilling I will upskill in my

® Somewhat, but the own time

training options are I'm not sure
not adequate

@ No, there has been
no investment in
upskilling and I have
no plans to do so

Figure 7.2:
I training provided to employees, according to employers

Technical Al tool proficiency and prompt engineering

"Al-proof" human soft skills (critical thinking, leadership, empathy)

We do not have an active upskilling strategy for Al right now

N% I'm not sure

Other
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Note: This question was set up as a ‘select all that apply’, so the total does not add up to 100%.
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Misalignment of Al training needs

Only 25% of employees say their employer is
actively investing in their Al upskilling, while 28%
say the training available is not adequate. A further
30% say there has been no employer investment
and they intend to upskill in their own time, while
10% report no investment and no plans to upskill
themselves.

Among employers, data literacy and analytical
capabilities are the most common upskilling priority
(59%), followed by technical Al tool proficiency
and prompt engineering (55%). Some 37% are
prioritising human skills such as critical thinking,
leadership and empathy, while 31% say they do not
currently have an active Al upskilling strategy.

Figure 7.3:

What this means for employers

The findings suggest a gap between the pace
of Al adoption and the training employees
receive to support it. While only 25% say
their employer is actively investing in their Al
upskilling, 30% report taking responsibility for
developing these skills in their own time.

With 52% of employers expecting Al training
budgets to increase, there are signs that
organisations are responding. The findings
also suggest that effective Al development
may need to extend beyond familiarity with
the technology, particularly as employees
take on more responsibility for reviewing and
validating Al-generated work.

Movement in budget for Al training, according to employers

It will remain flat/unchanged

I'm not sure how it will change

0 10 20 30 40

Investment in Al upskilling for
employees

There are signs that employer investment in Al
training may increase, with 52% expecting their
budget for internal Al skills development to rise.
Some 19% expect an increase of more than 25%,
while 33% anticipate an increase of between
5% and 5%-25%. A further 14% expect budgets
to remain unchanged, while 19% say they do not
currently allocate a dedicated budget to Al training.
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It will increase moderately (by 5% to 25%)

It will increase significantly (by more than 25%)

We do not allocate a dedicated budget for Al training
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Insight #8:
Governance Is Challenging Al Adoption

Figure 8.1
Employers’ motivations for adoption of Al

m Improving operational efficiency and workflow speed

We have not yet adopted Al

Other
0 10 20 30 40 50 60 70
Figure 8.2:

Impact of Al adoption on employers’ operational
performance

There's been a
negative impact

® There's been a
significant
improvement

We have not

implemented

operational Al
tools yet

@® There's beena
moderate
improvement

@ There's been a
neutral impact
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Enhancing customer experience, retention and service delivery

y5//A Direct cost-cutting, budget optimisation or future headcount reduction

Improving data accuracy, compliance and risk management

The operational impact of Al
implementation

Operational efficiency and workflow speed are the
main motivation for Al adoption among employers,
cited by 63%. Other motivations include enhancing
customer experience (11%), direct cost reduction
or budget optimisation (7%), and improving data
accuracy, compliance or risk management (6%).

The employer data also points to positive
operational outcomes. A combined 55% report
an improvement in operational performance, with
41% seeing a moderate improvement and 14% a
significant improvement.

A further 27% report a neutral impact, while 2%
have experienced a negative impact. Some 16%
have not yet implemented operational Al tools.
The findings suggest that improving efficiency is
a much stronger motivation for Al adoption than
direct cost reduction.
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Current challenges to
widespread Al implementation

Despite the operational improvements
reported by many employers, barriers to
wider Al implementation remain. Data
privacy, cybersecurity and regulatory
compliance are the most commonly cited
challenges, reported by 25% of employers.

A further 19% point to a lack of practical or
measurable output from current tools, while
16% identify budget constraints. Talent and
workforce challenges also feature, with 14%
citing alack of internal expertise or pointing to
employee resistance or fear of displacement.

Figure 8.3:
Employers’ biggest challenges in implementing Al

Data privacy, cybersecurity risks and complex regulatory compliance

Lack of practical, tangible output visible or measurable from current tools
Budget constraints and high implementation/subscription costs
Niche talent shortages (lacking internal expertise to manage/deploy Al)

Employee resistance, cultural pushback or fear of displacement

What this means for employers

The findings show that employers are seeing benefits
from Al, but implementation challenges remain. While
55% report improved operational performance, data
privacy, cybersecurity and regulatory compliance are the
most commonly cited barriers to wider implementation.

As adoption increases, this points to the importance
of having appropriate governance in place without
creating unnecessary barriers to use. For organisations
still assessing where Al can add value, the experience of
employers already reporting operational improvements
may provide useful context for future investment
decisions.
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Al's Impacton
Workforce Planning:
Regional Comparisons
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1. Keep Human Oversight in Hiring

2.

Candidates are more cautious when Al is used to
evaluate them than when using Al themselves.
Some 23% say employer use of Al evaluation
would make them significantly less likely to
apply, while a further 26% would be slightly
hesitant but would still apply.

Only 5% trust Al to make recruitment decisions
independently, compared with 44% who trust
it when human decision-making is involved.
Employers using Al in recruitment should
therefore consider where human judgement
remains appropriate, particularly for decisions
that have a direct impact on candidates.

Place More Emphasis on Practical
Skill Verification

With 59% of candidates using Al to write
or improve CVs and 29% of employers
saying candidate Al use has made skills and
backgrounds harder to verify, traditional
applications may provide a less complete
picture of genuine capability. Employers could
consider placing greater emphasis on structured
assessments or other forms of practical skills
evaluation.
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3. Make Al Governance Clear to

Employees

Nearly half of employees (48%) use personal Al
accounts for work at least occasionally. At the
same time, employer and employee responses
suggest a gap in awareness of organisational
Al governance. While 48% of employers report
having a formal Al policy, only 40% of employees
say they are aware of one.

As personal Al use becomes more common at
work, organisations should consider whether
employees have sufficient clarity about
appropriate use and access to suitable tools.

4.Increase Focus on Employee Al

Upskilling

Only 25% of employees say their employer is
actively investing in their Al upskilling, while 28%
describe the training available as inadequate.
A further 30% say there has been no employer
investment and they intend to develop their Al
skills in their own time.

With over half (52%) of employers expecting
their Al training budgets to increase, there are
already positive signs that organisations are
beginning to respond to this gap.
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Address Governance Alongside Al
Adoption

Data privacy, cybersecurity and regulatory
compliance are the most commonly cited
challenges to Al implementation, reported
by 25% of employers. At the same time, 55%
of employers report that Al has improved
operational performance.

For organisations expanding their use of Al, the
findings point to the importance of considering
governance alongside adoption so that
concerns around risk do not unnecessarily limit
potential benefits.
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6. Consider Local Attitudes in Global
Al Hiring Strategies

The research shows meaningful differences in
attitudes towards Al-assisted recruitment across
the markets surveyed. Candidate resistance is
higher in Ireland and the UK, while respondents
in several Asian markets show lower levels of
distrust.

For international employers, this suggests
that how Al is introduced and communicated
to candidates may need to reflect local
expectations rather than assuming a uniform
response across markets.
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Methodology

Our 2026 Global Al Report is based on findings from
a survey launched in Q3 2026 and distributed to our
global database of clients and candidates across
seven of the markets in which we operate.

The research gathered perspectives from 2,106
respondents, comprising 1962 employees and
144 employers across seven global markets.
Respondents spanned sectors including Financial
Services (21%), Technology (19%), Consulting (8%)
and Manufacturing (8%), among others, providing
perspectives from a diverse cross-section of
organisations and professionals.

Our respondent community also spans a broad
range of professional disciplines, including
Accounting & Finance, Banking & Financial Services,
Business Support, HR, Legal, Risk & Compliance, Life
Sciences & Engineering, Strategy, Project & Change,
Sales & Marketing, Supply Chain & Procurement
and Technology. The disciplines represented vary
by region in line with the specialist markets in which
we operate.

The findings reflect the experiences and opinions
of our respondent community and should be
interpreted in the context of the survey sample.
Regional findings, particularly those based on the
employer sample, should be considered alongside
the relevant respondent base sizes.

The following profiles summarise the composition
and key demographic characteristics of the
employee and employer respondent groups.

Employee Respondent Profile

* Location: Respondents were primarily located
in Ireland (32%), Japan (19%) and the UK (17%),
with further representation from Australia (7%),
Singapore (6%) and Hong Kong (5%).

e Industry: The most represented industries were
Financial Services (21%), Technology (19%),
Consulting (8%) and Manufacturing (8%).

» Professional function: Respondents
represented a broad range of functions, led by
Technology (28%), Accounting & Finance (12%),
Marketing & Sales (10%) and Strategy, Projects &
Change (8%).
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Company size: The largest proportion of
respondents worked for enterprise organisations
with 1,000+ employees (41%), followed by small
organisations with 0-49 employees (25%).

Age: Respondents were predominantly aged
45-54 (30%) and 35-44 (27%), followed by
those aged 25-34 (18%).

Gender: 61% of respondents identified as male
and 34% as female.

Salary: The most represented salary bands
were €30,000-€49,999 (19%) and €50,000-
€74,999 (18%).

Employer Respondent Profile

Location: Respondents were primarily
headquartered or operating in Ireland (35%),
the UK (19%), Japan (17%) and Australia (15%).

Industry: The most represented industries were
Financial Services (20%), Technology (13%),
Manufacturing (8%) and Education (8%).

Professional function: Respondents were
primarily from HR (38%), Technology (15%) and
Strategy, Projects & Change (10%).

Company size: The largest proportions

of respondents represented mid-sized
organisations with 50-249 employees (31%)
and enterprise organisations with 1,000+
employees (28%).

Seniority: Respondents were primarily at
management (49%), executive/C-suite (25%)
and HR leadership (20%) levels.
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Empowering your talent strategies.
We're here to help you Go Beyond.
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