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THE PROMISE OF Al FOR WORK ANALYSIS

Advances in artificial intelligence (Al) have produced tools to expedite work

analysis and identify job requirements as the foundation for effective talent Synergy:
management processes. Al tools can pull from vast amounts of data at FOOperqtlve
dramatically faster speeds compared to human analysis. Interactions

that

For example, Al systems can rapidly scan thousands of external job postings

and/or internal job descriptions to identify commmon skKills, tasks, and p/’;’Oducs
qualifications for a selected job. Siniglelales
results

Such Al-generated profiles can be useful starting points for talent practices
—for instance, informing the initial criteria for screening candidates or
suggesting the relevant training curriculum for a job.

RISKS TO THE PROMISE

Despite this promise, Al-generated work analyses still face risks. Importantly,
if the underlying job postings or job descriptions themselves reflect biases
or omissions, subsequent outputs will reproduce those errors. Raisch and
Krakowski (2021) describe this as the automation-augmentation paradox:
full automation or full human judgment alone each brings risks. Unchecked,
Al-generated job criteria could inadvertently identify qualifications that are
not job-related or otherwise skew job requirements, leading to potential
error in making talent management decisions.

Emerging evidence shows that human review improves Al output.

Several researchers have found that human review and expert input are
beneficial in adapting Al output to local organizational contexts, aligning
with cultural norms across global regions, and ensuring tools are applied
ethically, legally, and strategically (e.g., Budwar et al., 2022; Oswald et

al, 2020; Putka et al., 2023). While speed and reduced costs are benefits
provided by Al solutions, it appears that human involvement plays a critical
role in ensuring content accuracy and user acceptance.

+1203.655.7779 .
D aptmetrics.com

info@aptmetrics.com



https://aptmetrics.com
https://aptmetrics.com

NEW RESEARCH ON IMPROVING THE Al SOLUTION

APTMetrics recently conducted research comparing
work analysis content (i.e., job responsibilities and
skills) developed by Al alone versus Al with human
review (Nygren & Zhang, 2026). Using 30 different
job titles, APTMetrics leveraged its proprietary Al role
engineering (AIRE) software to develop preliminary
job content, which was then reviewed by supervisors
and managers of the jobs.

APTMetrics also used data from two publicly
available Al platforms, specifically designed for

job description creation, to generate output for

the same 30 job titles. Results showed that the

Al + human-reviewed content was substantially
different from and more detailed than the content
created by the Al tools alone.

Importantly, human review did not involve
recreating the work analysis from the ground

up. Instead, supervisors and managers reviewed
Al-generated content to verify its accuracy,
remove information that was not reflective of the
job, add missing responsibilities or skills, clarify
ambiguous language, and tailor the content to the
organization’s specific context.

In most cases, reviewers refined and contextualized
rather than replaced the Al-generated output,
improving on the original Al-generated solution.
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Although this additional review required some
time, it represented a small fraction of the effort
traditionally required to develop comparable work
analysis information from scratch. The resulting
improvements in accuracy, completeness,

and downstream usefulness suggest that

this investment of human expertise provides
substantial returns in quality.

The APTMetrics study also examined the
downstream impact of Al + human-review on

a variety of HR processes. A panel of highly
experienced work analysts (i.e., Industrial-
Organizational psychologists with extensive
experience gathering and using work analysis data)
were asked to rate the usefulness of the job content
from the two Al-generated work analysis tools and
the Al + human-review solution.

Raters were blind to the source of the content
provided. Raters evaluated the usefulness of the
content from each source for a variety of different
talent management applications such as selection,
performance management, and pay equity analyses.

The Al + human-reviewed job content was rated
as significantly more useful (p<.001) than the job
content generated by Al alone across all 12 talent
management use cases (see Figure 1 below).
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The data show that human oversight is more

critical for some talent management decisions than
others. The most dramatic improvements of the Al

+ human-review solution over the Al solutions were
in legal compliance and settlements, determining
substantially similar jobs for pay equity purposes,
compensation, employee mapping, and creating job
architecture.

For example, when the expert panel evaluated

the use of the data for determining substantially
similar work in pay equity analyses, using Al job
content with no human review was rated as far less
helpful compared to using Al + human-reviewed
job content. Because of the complexity and high

CONCLUSION

In summary, our research suggests that human
review of Al-generated job content is a critical
step for ensuring the accuracy and usefulness of
subsequent talent management practices.

Advanced technology allows for faster decisions
based on more data than humans alone could
feasibly analyze. However, the use of human
reviewed job content ensures that talent
management practices provide the most utility to
organizations.

These findings show that the greatest value comes
not from using Al to replace human expertise, but
from combining it with Al.

Al dramatically accelerates the creation of high-
quality draft work analyses, while human reviewers
provide the organizational context, judgment,

and validation needed to ensure the content is
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accurate, legally defensible, and fit for downstream
talent decisions. This human-in-the-loop approach
preserves most of Al's efficiency gains while
substantially improving the quality and utility of the
final work product.

This is synergy.

As your organization looks for ways to embed Al
and automation into your talent management
workflows, it is essential to determine where
safeguards and intentional human involvement
should be built into the process.

APTMetrics offers tools that responsibly accelerate
the use of Al to re-engineer roles and brings deep
experience in helping organizations efficiently
review Al generated job content to strengthen
critical talent management practices.
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