
AI Is Redefining 
What Talent Really 
Means

“If you still think AI is just another tech investment, you’re not paying 

attention,” said a senior talent strategist. “We’re not updating 

processes. We’re rewriting the entire human-capability model.”

Written by

Fumbi Chima



There’s a revolution underway 
and it’s not coming from the IT 
department.
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It’s coming from how we define talent. Artificial Intelligence (AI) isn’t just changing 
how we work; it’s changing what we value in people, how we build teams, and what it 
means to lead. From the boardroom to the break room, organizations are being forced 
to rethink the fundamentals: roles, capabilities, leadership models, and culture.
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From Automation to 
Amplification
Let’s get something straight: the future of work isn’t 

about replacement. It’s about reinforcement. Yes, AI 

can automate. According to McKinsey, automation 

could handle 30% of tasks in 60% of jobs today. But 

that’s just the starting point.

The real power? Amplification.



AI is taking the grunt work off people’s plates and 

freeing them up to focus on creativity, strategy, and 

problem-solving. It’s shifting productivity from manual 

execution to exponential insight. We’re not 

eliminating roles; we’re redesigning them to make 

people more human, not less.



Case in point: 

 At Unilever, AI is used to shortlist job candidates by 

analyzing behavioral signals from video interviews. 

The result? Time-to-hire has dropped dramatically, 

and recruiters spend more time coaching candidates 

than sorting resumes.

AI 30%

60%

Tasks

JobsAI

https://www.mckinsey.com/featured-insights/future-of-work/the-future-of-work-after-covid-19


Reinvesting Traditional Roles
Across the enterprise, AI is turning familiar roles into future-ready ones. They’re not tweaking job 

descriptions; they are redefining them.

In finance, legal, procurement, operations, and increasingly in IT and digital teams, these roles are being 

redesigned around pattern recognition, predictive analytics, automation oversight, and decision 

augmentation.

This isn’t hypothetical. It’s happening now at companies like Capital One, where cloud and AI teams 

collaborate to personalize customer interactions and detect fraud in real time.

Technology functions are evolving from system maintenance to value orchestration:

Software Engineers are becoming Machine Teaching Engineers, shaping how models learn and adapt.


IT Support evolves into AI Systems Facilitators, enabling smooth collaboration between humans and bots.


Data Analysts morph into AI Insight Partners, translating algorithmic output into business action.


DevOps Engineers shift to AIOps Strategists, ensuring system resilience through AI-driven observability.
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Today’s HR Business Partner evolves into a Talent Intelligence Strategist—

modeling workforce attrition, predicting internal mobility, and optimizing skills 

alignment across geographies.

Customer Service Reps become CX Augmentation Specialists, resolving complex 

queries while feeding learning loops to improve chatbot accuracy.

Marketing Managers transform into Generative Content Architects, guiding AI to 

produce hyper-personalized campaigns that outperform traditional creative teams.

In Technology Teams



Product Managers now serve 

as Product-AI Integrators, ensuring that 

human-centered design and AI logic are 

interwoven into every experience.

Cybersecurity Analysts take on roles 

as AI-Driven Threat Intelligence 

Specialists, using machine learning to 

preemptively identify vulnerabilities.

The transformation goes further:
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In Product and Cybersecurity

At IBM, for example, security teams now use AI tools like QRadar to detect threats earlier and automate 

response protocols, reducing incident response time by 50%.



Tomorrow’s Skills Start Today

Where once technical proficiency and role-specific experience were enough, the new talent equation 

prioritizes agility, interdisciplinary thinking, and the ability to collaborate with—and through—AI systems. 

Leaders must be keenly aware of this transition, as it signals a foundational shift in how organizations 

identify, nurture, and measure talent.



Today's high performers are not just those who can execute but those who can adapt, learn continuously, 

and lead in a world where AI is both a tool and a teammate.


Technical abilities like data literacy, prompt 

engineering, and no-code automation are rising 

fast. But so are human-centered skills like 

creativity, ethical reasoning, empathy, systems 

thinking, and cross-functional collaboration.



"It’s not about coding," notes one L&D executive. 

"It’s about knowing how to work with machines to 

do better work."



Progressive companies are already embedding 

these skills into leadership pipelines and 

enterprise learning strategies.

06

As AI transforms the workplace, it is also redefining what we mean 
by "talent" and "capability."

According to the World Economic Forum, nearly 50% of core skills will change 

by 2027. The best organizations aren’t reacting; they’re reskilling now.

https://www.weforum.org/reports/the-future-of-jobs-report-2023


Smarter Recruiting in the Algorithm Age

Rethinking 
Performance and 
Productivity

AI is already a core player in the hiring process. Over half of Fortune 500 companies use AI tools to screen 

resumes, match candidates, and even assess video interviews. But with power comes responsibility—and 

skepticism. Candidates are rightly wary of being assessed by a black box.



Leading organizations are countering this by:

The arrival of AI copilots (like Microsoft 365 Copilot or 

Google Duet) is already increasing productivity across 

knowledge work. 



Here’s the catch: this is not the purpose for which we 

designed our performance systems. Organizations have 

long measured outputs, which translates to the number 

of reports written, calls logged, and code shipped.

L’Oréal used AI to sift through applicants in the first stages of hiring, but people still made the final 

decisions. Their candidate satisfaction scores rose, even as recruiter workload dropped. The lesson? Use AI 

for speed, but lead with transparency.
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Training recruiters 
on how to question and 

refine AI results

Providing AI usage 
disclosures to applicants

Conducting third-party 
bias audits
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Is collaboration 
improving because of AI, 

or despite it?

Co-creating policies 
around AI use and ethics 

with employee input

Team-based metrics tied 
to human-machine 

outcomes

How ethically are 
decisions being made 

using machine insights?

Using AI to personalize 
benefits, coaching, and 

career planning

Recognition programs for 
innovation in prompt 

design and AI-enhanced 
delivery

How well does someone 
prompt and refine AI?

Letting employees opt 
into AI tools and training

New KPIs around AI 
collaboration and 

judgment

Now AI handles many of those tasks. What we need to measure is value creation

Some forward-thinking companies are integrating:

Employee Experience in an AI-First World
AI isn’t just a backend tool. It’s becoming part of how people experience work; from onboarding and learning 

to benefits and career development. Accenture reports that while 75% of employees are open to AI support, 

nearly half worry about job security. Trust is emerging as a central issue. To build trust, organizations must 

design AI-powered experiences that prioritize transparency, personalization, and psychological safety.



This includes:

Example: IBM’s YourLearning platform uses AI to recommend training based on job goals and behavior. But 

employees can adjust their learning paths manually, preserving choice and ownership.
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The New Leadership Mandate
Leadership in the AI era demands more than digital awareness. AI fluency is now a core competency for leadership. It's 

not just about understanding the tech but also about leading teams through ambiguity, change, and digital 

transformation. It requires digital boldness. By 2026, Gartner predicts that 75% of executive development programs will 

include AI fluency as a core competency.

Performance management is evolving to reward not just what gets done, but how it gets done in an augmented 

environment. At Schneider Electric, AI leadership programs now blend technical upskilling with simulations on ethical 

dilemmas and change management—training leaders to navigate complexity, not avoid it.

Comfortable 
experimenting with 

emerging tools

Lead diverse, 
cross-disciplinary 

teams

Make ethical 
decisions amid 

data complexity

Communicate 
change with 

empathy

Modern leaders must now be:

Leadership development programs are evolving to include:

Metrics for digital 
empathy and change 

readiness

Immersive experiences 
with generative tools

Scenario-based learning 
around AI dilemmas

Governance and Inclusion: More 
Than Checkboxes
Despite its growing role, only 15% of companies audit their AI systems for bias (BCG Human + AI Report). 

That’s a problem. AI can either scale fairness or deepen inequity. The difference lies in governance.

Organizations that take this seriously are:

Launching AI ethics boards 
that include diverse, cross-

functional voices

Using algorithms to flag 
equity gaps (in pay, 

promotions, recognition)

Embedding DEI leads in AI 
design processes
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The opportunity is massive: equitable AI could expand access, surface untapped talent, and drive upward mobility.

One must design equity, governance, and inclusion into the system and not bolt them on afterwards. For example, 

Salesforce has built fairness testing into its AI development pipeline. They test each model for demographic parity 

before deployment and adjust accordingly.

Strategies include:

Establishing ethics 
boards that include 

cross-functional 
employee voices

Using AI to flag pay gaps, 
promotion lags, and 

internal mobility trends

Embedding DEI teams in 
AI procurement and 

implementation

Building Organizational Agility—At Scale
AI’s impact isn’t confined to roles and skill sets; it also challenges organizations to redesign how they build, 

deploy, and sustain capability at scale. Talent management can no longer be a linear process. Organizations 

need more fluid talent systems that can sense shifts, redeploy skills, and evolve with the market. This means:

Establishing dynamic 
talent marketplaces that 
match internal skills with 

evolving AI needs

Rethinking performance 
reviews as continuous 

development check-ins 
powered by intelligent 

feedback systems

Integrating talent, L&D, and 
digital transformation 

teams to align strategy with 
people priorities

In this model, the CHRO becomes a strategic partner in AI transformation, and the CIO becomes a co-

architect of workforce evolution. Companies that embrace this integration are already seeing higher 

engagement, faster innovation cycles, and stronger alignment between talent investment and business 

value. At Mastercard, AI helps match employees to short-term projects that stretch their skills and align with 

business priorities, boosting mobility and retention simultaneously.
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Final Thought: Talent 
Strategy in the Age of AI
This isn’t theoretical. It’s not a “future trend.” It’s happening now.


If your organization is still managing talent with pre-AI 

assumptions, you're already behind.



The message is clear: AI won’t replace talent; but it will absolutely 

redefine it. We are not just witnessing a technology shift; we are 

amid a profound evolution in how organizations define, assess, 

and grow capability. For decades, we’ve relied on static job 

descriptions and legacy skill models. But now, agility, cross-

functional fluency, and the ability to partner with machines are 

the new currency of high performance. The implications are 

clear: the very concept of "talent" is being rewritten in real time.



This is a wake-up call for every executive, board member, and 

people leader; your frameworks for evaluating capability must 

evolve. Your strategy for nurturing potential must be more 

dynamic. And your culture must support constant reinvention.



As someone committed to helping shape the future of work, I 

believe it's time we move from conversation to action. The AI shift 

isn’t coming; it’s already here. And those of us at the intersection 

of technology, talent, and leadership have a responsibility to 

guide this transition with clarity, courage, and purpose.

The question is: Are you ready to lead it?

Companies that proactively reinvent jobs, embed 
future-focused skills, and build trust will lead the way. 

Talent strategy in the AI economy isn’t just digital. 

It’s augmented, adaptive, and profoundly human.
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Dr. Fumbi Chima is a global technology executive who has led digital and operational transformation 
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She is widely recognized as an AI thought leader with a strong reputation for aligning innovation with 

business goals to deliver sustainable value and competitive advantage. At adidas AG, she spearheaded 

large-scale infrastructure and process transformations, achieving cost savings, accelerating speed to 

market, and enabling cross-market scalability. 



Known for bridging the gap between technology and business, she fosters high-performance cultures 

rooted in innovation, accountability, and transparency. Her leadership has consistently increased employee 

engagement and organizational impact.



Throughout her career, she has championed innovative solutions in data strategy, digital marketing, and 

cybersecurity, always with a relentless focus on driving growth and enhancing customer experience.

Fumbi Chima
Check her LinkedIn Profile
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https://www.linkedin.com/in/fumbi-chima/

