The infinite
workforce

Escaping the legacy trap and scaling
human potential with agentic Al



Welcome to the Intelligence Revolution

We are living through one of the most profound shifts in
history since the Industrial Revolution — the transition from
working with software to scaling human potential with the

power of agentic Al.

For decades, business growth has been dependent on the
physical and cognitive limits of human recruiters. Traditionally,
talent acquisition has been constrained by the limits of
human bandwidth — defined by manual résumé screening,

recruiter capacity, and administrative overhead.
That era is over.
Welcome to the Intelligence Revolution,

where people and machines will work
together to create infinite capacity.

Generative Al has the potential to add between $2.6 trillion
and $4.4 trillion annually to the global economy, according
to McKinsey research. Critically, HR is pinpointed as a primary
beneficiary of this growth, with 20% of its total value potential

locked within talent acquisition and recruiting.

As talent leaders, you should no longer be discussing HR
software. You should be discussing how to create an “Infinite
Workforce,” where your recruiters stop managing processes
and start orchestrating Al agents to execute hiring at scale.
Imagine what you can achieve when you partner with
agentic Al to take on the administration work while you build
competitive advantages with larger talent pools and higher

quality talent.

The goal of this e-book is simple: The days of relying on traditional recruiting workflows and

legacy systems isn't just old school — it's putting your talent operations at a strategic and

significant disadvantage. If your recruiters are still spending time on administrative tasks

instead of strategic talent work, you're putting your business at a significant disadvantage.



https://www.mckinsey.com/capabilities/tech-and-ai/our-insights/the-economic-potential-of-generative-ai-the-next-productivity-frontier

Here, you'll learn why working with Al agents elevates
your team's role in hiring, including:

01 04

Why your current legacy systems are no What you'll gain when you move from

longer serving your business. legacy systems to agent-supercharged
recruiting.

02 05

How agents can help you quickly scale How agents work in hiring, creating an

hiring and discover qualified candidates infinite interviewer that's always on,

fast. delivering top candidates to your recruiting
team daily.

03 06

How specialized Al brings the precision Why using agents in recruiting frees your

your specific hiring needs require. team to focus on higher level work

The advantages of integrating agents in recruiting are clear. While the legacy trap is
comfortable, it will not grow your business in the age of Al. The World Economic Forum (WEF)
predicts that by 2030, about 92 million jobs will be displaced — with 170 million new ones being
created. If you adopt Al agents in hiring earlier to find, grow, and support human potential, you'll
have a clear advantage in finding that talent in the years ahead.

The time for the Infinite Workforce is now. Let's get to work.

— Ashutosh Garg
CEO and Co-founder, Eightfold Al
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The age of
infinite capacity:

From software to superintelligence




We are standing at the threshold of the most profound shift in productivity since

the Industrial Revolution: the transition from the era of software'’s Information

Age to the era of superintelligence — the Intelligence Age.

For decades, the relationship between humans and technology was predictable
and linear. Technology was a tool — a passive instrument that sat idle until you
gave it a command. You digitized forms, automated spreadsheets, and moved
filing cabinets to the cloud. But even with these tools, the fundamental nature
of work didn't change. Your teams remained the sole executors of every task,

creating a natural ceiling to organizational capacity.

It's time to shatter that ceiling.
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The shift to agentic Al

We've entered the age of agentic Al — not just smarter
software, but a new class of digital workers with the ability
to autonomously act. As leaders on this forefront say, it's
no longer about writing code to organize data — we're all

"manufacturing intelligence.”

According to Deloitte, six in 10 workers already think of Al as

a coworker. Embracing digital workers is the next natural step
as organizations look to scale. This represents a fundamental
shift from an era defined by labor scarcity to one defined by

capacity abundance.

The phenomenon of time compression

The most immediate impact is what experts call time
compression. Where previous industrial cycles measured
progress in decades, we're now compressing a century of

advancement into a single decade.

Consider these examples:

Drug Discovery
Research that took years now happens in days.

@ Material science

As a CHRO or talent acquisition leader, this creates urgency. If your

Breakthroughs that required 20-year cycles now

take months.

Enterprise operations
Complex coordination of people, strategy, and

execution now happens at the speed of thought.

competitors are using agentic Al to compress hiring cycles by 70% to
90%, your traditional linear talent models will leave your organization

structurally disadvantaged within years, not decades.
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é6 out of 10

workers already think of Al
as a coworker.

2025 Global Human Capital Trends report
— Deloitte
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A new operating model: The Infinite Workforce

This reality demands a new architectural framework — the Infinite Workforce.

Legacy models were simple: double your output, double your head count. This linear scaling
belongs to the past.

The Infinite Workforce is a hybrid model where people orchestrate digital agents to operate

beyond the constraints of traditional capacity limits.

McKinsey research suggests that currently demonstrated

technologies could, in theory, automate activities accounting
for 57% of U.S. work hours today — an estimate that reflects the
technical potential for change in what people do, allowing them
to work more effectively and do what machines cannot.

Here's how it works:
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Agents handle execution at scale Talent leaders orchestrate from above
Digital agents manage high-volume, Instead of working in the weeds, your
data-intensive work. Unlike Al assistants recruiters work above the operational layer.
that simply suggest edits, these agents When agents handle administrative and
execute complete workflows — from repetitive tasks, they become architects
complex talent sourcing to managing and orchestrators — setting strategic
global supply chains. direction, making judgment calls, and

applying human capabilities.
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In your Infinite Workforce, recruiting teams focus on
what machines cannot replicate:

-7 &)

Judgment: Persuasion: Ethics and creativity:
Making high-stakes decisions Building relationships and attracting Providing moral guidance and
aligned with organizational values. top talent to your mission. designing your future.

The destination: The cognitive enterprise

Your goal in this transition is to become a cognitive enterprise — an organization that doesn't just

use Al but runs on talent superintelligence.

Your cognitive enterprise learns, adapts, and innovates at rates human-only organizations

cannot match. Talent is not a static cost to manage, but an infinite asset to liberate.

The WEF projects that 39% of workers' core skills will change by 2030. Only your cognitive
enterprise can respond at this pace — identifying, reskilling, and redeploying talent at market

speed rather than manual HR process speed.

Real-world proof: The transformation of talent acquisition

This isn't theoretical. It's a $100 billion transformation happening now, with talent acquisition as

the proving ground.

Why talent acquisition? It's traditionally the most constrained department when it comes to
scaling. But if your organization is already deploying digital agents, you can achieve unthinkable

outcomes:

Dramatic productivity gains:

Agentic solutions save hiring managers and recruiters up to 70% of their time on sourcing
activities, freeing them for personalized outreach, coaching, and strategic decisions, according
to PwC research. Additionally, 66% of organizations adopting Al agents report measurable

productivity value.

Revenue acceleration:

Revenue acceleration: Additionally, PwC analyzed nearly a billion job ads globally and found that
Al-exposed industries achieved nearly three times higher revenue growth per employee (27% vs.
8.5%). PwC's internal deployment of Al agents delivered 50% to 90% productivity gains across

functions, proving how Al agents can fundamentally transform workforce capacity.

(r) eightfold.ai The Infinite Workforce
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The research is clear — the only constraint is how quickly you

can rearchitect your organization to harness infinite capacity.

Closing the talent gap with Al

Your "human scale” era is over.
The era of your Infinite Workforce
has begun.

The challenge

Eaton keeps the world running with safe,
sustainable power solutions, but to do that, the
company needs the right people. Finding and
hiring more than 15,000 employees each year
was growing increasingly challenging due to its
complex talent acquisition technology stack and
fragmented recruiting processes.

The solution

With Al, Eaton was able to give recruiters
intelligent and automated tools to scale efforts,
create a smoother candidate experience, and
provide visibility into the opportunities employees
craved.

These efforts led to a nine-day decrease in time
to offer, $2.4 million in cost savings, and a 300%
increase in the size of the company's talent
network, helping secure the right talent in a highly
competitive marketplace.

The outcomes
4x increase in talent networks.

30-40% increase in candidate velocity.

Double-digit increases in all recruiting
metrics: time to market, time to present, time
to offer.

Source: Eaton customer story, Eightfold Al
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“Eightfold enables us to engage
the entire candidate pool at
high velocity, ensuring we meet
operational demands while
strictly adhering to our financial
forecasts and bottom-line
objectives.”

— Brad Gragg

Vice President of Human Capital,
Quality Automotive Services
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The architectural
Crisis:

Two traps preventing transformation




While the global economy moves toward superintelligence,
your organization likely remains structurally stuck in the past,
attempting to navigate a high-speed, Al-driven future using The difference?

maps designed for the Industrial or even Information Ages. High performers have fundamentally

It's time to move beyond that. redesigned how work gets done, while

the remaining 94% are simply layering

This isn't about moving too slowly, it's a fundamental |
architectural failure. You're hitting a hard ceiling that limits Al on top of legacy processes.

growth, speed, and innovation — the human-scale ceiling.

To understand why, you need to examine the tools you've
relied on for decades. You were promised that digital
transformation would solve productivity problems. For most

HR leaders, the software era delivered a trap instead.

Hitting the human-scale ceiling

The most significant threat to your enterprise is the

velocity gap.

Consider these stats: while 88% of organizations report using

Al in at least one business function, only about 6% qualify as

Al high performers — those attributing EBIT (earnings before

interest and taxes) impact of 5% or more to Al use.

Our recent talent survey shows the challenges that make

redesigning work, rather than just layering processes, difficult.
Of the 700 global organizations surveyed, 64% cited a

lack of Al skills and knowledge as the biggest barrier to Al
innovation, while 55% pointed to staff resistance and 47% say

they face organizational silos that prevent transformation.

This isn't a gap between you and traditional competitors. It's
the chasm between your legacy organization and Al-native

organizations operating on a completely different level.

Your legacy enterprise follows linear scaling: to increase
output, you hire more people. This creates a one-to-one

relationship between your head count and capacity.

Al-native organizations use exponential scaling. These
organizations manufacture intelligence by deploying digital
workers — Al agents — on demand. Al agents learn, adapt,

and scale at a pace human workforces cannot match.

If you're not deploying Al agents, you are already behind.

Not from lack of talent, but because your operating model
requires human execution for every single task. You cannot
reach infinite capacity when every workflow requires a human

to manually push a button or move a file.

P
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The failure of the software era

For decades, you believed buying more software was the
answer. But software was designed for a different world — and

the numbers prove it's falling short.

Despite massive investments in HR technology, more than four

in 10 organizations report that these investments have failed

to meet expectations, with the number one reason being lack

of workforce capabilities to use them effectively.

The problem? Software digitized forms without changing
underlying work. It assumed that people would always be the

sole executors of every process.

Organizations poured resources into digitizing customer
relationships, operations, and business processes but failed to
actually transform how work gets done. In essence, software

gave you faster typewriters, not autonomous authors.

This failure is most visible in talent acquisition — the canary
in the coal mine for your entire enterprise. Despite your
investments in HR tech, your recruiters are still drowning in
manual labor, with a majority of their time consumed by

monotonous administrative tasks.

The automation gap:

McKinsey estimates that today's technologies could

theoretically automate more than half of the current U.S.
work hours. In HR, this could free up your recruiters’ workloads
from rote administrative tasks to focus on more strategic

objectives.

The “prison” for potential:

When you limit use of the human brain — the most
sophisticated computer in existence — to repetitive

administrative work, you create a prison for human potential.

The critical difference:

Traditional software accelerates tasks by making these easier
for your teams. Agentic Al eliminates tasks by just doing

the work.

Why CHROs must lead Al
transformation from day one

Al transformation isn't just a technology challenge. It's
fundamentally about people. Yet our latest talent survey
shows that most organizations sideline their CHROs at
the start.

Here's why that's a critical mistake:

The human barriers are the biggest obstacles.

64% of organizations cite lack of Al skills and

knowledge as their top barrier to Al innovation.
55% struggle with staff resistance to Al adoption.

47% face organizational silos that prevent progress.

CHROs solve what technology alone cannot.

Organizations with strong CHRO involvement are:

e 81% less likely to face Al skills gaps.
e 41% less likely to experience staff resistance.

36% less likely to be blocked by organizational silos.

The partnership advantage is undeniable.

90% of Al leaders credit their success to a strong
CHRO-CIO partnership.

Only 1% of organizations just starting their Al journey

recognize this partnership as essential.

Organizations that involve CHROs early see 88%
higher staff productivity, 84% higher profitability, and

84% higher retention.

The bottom line: The organizations winning at Al
transformation don't just add CHROs later — they make
the CHRO-CIO partnership the foundation from day

one.

Source: Al transformation: The new role of the CHRO, Eightfold Al
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Without fundamental architectural reinvention, your legacy enterprise risks obsolescence in this

new economy.

The legacy trap

When your organization realizes it needs better technology, you often turn to existing systems
of record. These platforms are built on SaaS DNA — the architecture of the Information Age,
designed for administration: tracking head count, managing benefits, and ensuring compliance.
In fact, your ATS is likely no better than a filing cabinet — a digital graveyard of untapped talent

and potential.

Your legacy systems create three major barriers to superintelligence:

Blocking intelligence.

These platforms treat candidates and employees as static database records. Traditional HR
tech can answer who works here, but it can't provide a view of what potential workers have. By
trapping talent data in isolated silos, you're essentially trapping talent into outdated career

growth paths — and limiting your ability to compete.

Trapping your information.

Al from legacy vendors typically trains only on your limited, internal data. If training data is

biased, Al can amplify and propagate that bias at digital speed on a global scale. Al systems
learn to make decisions based on training data, which can include biased human decisions or
reflect historical or social inequities. This creates a bias-laundering machine — one that repeats
your organization’s worst past decisions. You cannot achieve superintelligence by learning only

from your data.

Inability to act.

Architecturally, you cannot retrofit a system of action onto a system of record. According

to nearly 60% of Al leaders surveyed by Deloitte, their organization's primary challenges in

adopting agentic Al are integrating with legacy systems. Adding an Al chatbot to your old
database doesn’t create a digital worker — it creates a faster filing cabinet.
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The generalist trap

At the other extreme are general-purpose LLMs like ChatGPT,
Claude, and Gemini. While remarkable for creative writing or

research, general-purpose LLMs are architecturally unsafe for

enterprise talent decisions.

Wordsmiths in the dark

These models excel at language but lack spatial intelligence
for the world of work. General-purpose LLMs don't understand
career physics, skill overlap nuances, or hiring compliance
risks. These platforms are built for fluency — making things

sound good — and are not built for accuracy.

The risk of hallucination

General LLMs come with a disclaimer that these tools can
make mistakes. For talent decisions, you cannot afford
mistakes. Chatbots are potentially harmful — downright
dangerous — for making decisions about people's career
paths and organizational compliance. That is certainly not

good enough for your enterprise.

The strategic bind

You're caught in a bind. Legacy systems are stuck in the past
and unable to see potential. Generalist systems are guessing

and inventing futures without grounding in work reality.

To survive the shift to agent scale, you must move beyond
managing the workforce you inherited and start building the
workforce your future demands. This requires evolving from
a spreadsheet-era operating model to orchestrating talent

superintelligence.

Why purpose-built Al
outperforms general LLMs
in hiring

The promise of Al in hiring is vast, but the wrong Al

can amplify biases, leading to poor outcomes and

unnecessary risks. Recently, we conducted internal

research to compare general-purpose Large

Language Models (LLMs) with our own purpose-

built Match Score model.

What we found:

No hiring outcomes training: General LLMs
have never learned what successful hires
look like. They can't distinguish between hired

candidates and rejected ones.

Fairness isn't built-in: These models are
optimized to predict the next word, not make
fair decisions. They lack mechanisms to avoid

demographic bias.

Significant fairness gaps: The best general LLM
tested achieved only a 0.773 intersectional
impact ratio versus 0.906 for purpose-built

models.

Systematic under-scoring: General LLMs

can systematically disadvantage minority
candidates due to biases in uncurated training
data.

Purpose-built advantage: Specialized models

train on millions of verified hiring outcomes with

fairness engineered into their core, delivering

superior accuracy and equity.

Source: Evaluating the promise and pitfalls of LLMs in
hiring decisions, Eightfold Al

p
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The solution:

An agentic talent operating system




To escape the limitations of legacy systems and the risks of generalist Al, you need a

fundamental architectural shift.
You don't need a better database — you need an entirely new operating system.

In the Intelligence Age, your competitive advantage isn't just about adding talent. It's about your
ability to manufacture intelligence on demand. The right agentic talent operating system will

move your organization beyond passive storage to autonomous execution.

This architecture will rely on three core components: the fuel, the brain, and the hands.

The fuel: 360-degree global context

Superintelligence can't exist in a vacuum. It requires a deep and comprehensive model of the

world — something better than your current legacy system.

Deloitte reports that worldwide, 83% of organizations have low people analytics maturity,

meaning they lack consistent data definitions, integrated reporting tools, or the ability to connect
workforce data across systems. Legacy systems only see data within your organization — data

which is often messy, limited, and insular.

In fact, we've heard from multiple organizations that this lack of clean data is inhibiting the ability
to see what is happening with talent — let alone give them a view of their future skills needs and

talent’s potential to learn new ones.

If Al learns only from your past decisions, it becomes a bias-laundering machine that repeats

mistakes with higher confidence.

An agentic talent operating system uses a global talent map as fuel. This engine trains on billions
of global career trajectories and millions of skills, creating a world model of human potential.
It doesn't just look at people in your database — it understands how billions worldwide have
transitioned between roles, which skills are truly adjacent and growing, and how industries evolve

in real-time.

r
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The results speak for themselves in these two Deloitte case studies:

A telecommunications company After Salesforce integrated Al

analyzed thousands of workers into its call centers and identified
globally to understand machine transferable skills using broad
learning skill development workforce data, the company

pathways. As a result, the company redeployed two-thirds of
increased its talent pool by at employees into new roles rather
least three times what leaders than conducting layoffs.
estimated.

Your system processes this talent flow data and continuously learns from every decision, hire,
and promotion. It doesn't just store information like your traditional systems — it accumulates

wisdom.

Global context reveals patterns and opportunities invisible to your human recruiters or

generalist Al lacking spatial intelligence for work.

The brain: The talent intelligence engine

At the center sits a reasoning core that replaces generalist guesswork with domain-specific
precision. While generalist Al is fluent in language, it can't see past the basics to see full human
potential. Talent intelligence understands the deep intent behind career paths, so it can make
more informed recommendations for you.

As the "brain,” talent intelligence performs three essential functions for moving you from human
scale to agent scale:

Seeing potential: The engine understands skills adjacent to résumé listings, identifying
capabilities simple keyword searches overlook. Research shows that more than half of the
skills required for account executives also appear in 175 other occupations, ranging from sales
positions to roles in marketing and human resources, allowing organizations to widen talent

pipelines by drawing from adjacent roles.

Predicting trajectory: It forecasts where someone could go, not just where they've been,

enabling your proactive workforce planning. This matters because 46% of C-suite executives

cite talent skill gaps as the key reason their organizations are developing Al tools too slowly.

Guiding growth: It architects personalized paths from current state to next milestone, aligning

individual aspirations with organizational needs.

This reasoning core moves your enterprise from decisions based on static job descriptions
to decisions based on dynamic human potential. It replaces generalist guessing with a
deterministic model built for high-stakes enterprise decisions.
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The hands: The agentic layer

The most significant shift is the transition from software
to superintelligence. We're moving past the era where
technology helps your employees perform tasks and entering

an era of digital workers executing work at agent scale.

This agentic Al layer provides you with specialized digital
workers ready to execute end-to-end processes, giving

your organization a competitive advantage. For example,

Eightfold Al Interviewer early adopters are seeing accelerated

hiring cycles from 42 days to under a week, reducing time to

interview by up to 90%.

Your agents will include:

The Al interviewer agent: A factory of digital recruiters
can interview up to a million candidates an hour with total

precision.

The career coach agent: Deploys a dedicated career
architect for every employee, mapping personalized paths

simultaneously across your entire workforce.

The manager agent: Provides every leader with an
autonomous chief of staff to identify skill gaps and instantly

build development plans.

Agents won't just assist. These will help your talent teams
execute workflows by eliminating administrative bottlenecks

and allowing for exponential productivity.

Unifying a global talent
network with Al

The challenge

Global software engineering firm Softtek

is embracing a skills-based approach to
transforming its global talent strategy with Al.
Before implementing Al-native Talent Intelligence,
the Softtek talent team worked in silos without a
real collaborative approach. Now, with a unified
approach, the company's talent leaders have a
complete view of their entire talent ecosystem

so they can better connect the global team and

streamline operations.

The solution

A champion of using Al in HR, Softtek’s Chief
Talent Officer David Rafael has the unique
experience of spending decades in IT operations
before transitioning into the company'’s top
talent leadership role. From designing career
pathways and launching a talent marketplace
to building a talent intelligence team focused on
predictive workforce planning, Rafael and the
Softtek team is setting a bold example of how to

unlock growth through Al and data.

The outcomes

90% of workforce integrated into Eightfold.
25% improvement in time to candidate.

30% reduction in time to fulfill.

Source: Softtek customer story, Eightfold Al
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The era of orchestration:
Human-agent partnership

This architecture creates an Infinite Workforce, a seamless
partnership where your recruiting team'’s capacity is no longer
limited. The relationship between people and technology is

redefined to create infinite possibilities.

When your teams are freed from the execution loop, your

focus shifts to:

Judgment and governance: Setting ethical guardrails and

directing intelligence toward strategic goals.

Nuance and empathy: Shifting energy from screening
candidates to persuading top talent to join your organization

and managing complex human dynamics.

Creative problem-solving: Handling exceptions, coaching

behavior, and designing your organization'’s future.

The result: Liberating potential

An agentic talent operating system helps you build the
workforce your future demands, not just manage the one you
inherited. It's not about simply automating work — it's about
elevating human potential by removing repetitive tasks that

keep talent from doing their best work.

The only constraint on growth today is how quickly you can
rearchitect your talent processes to harness this capacity
abundance. By moving from a system of record to a system
of action, you turn months of hiring drudgery into minutes of
autonomous execution. This is the difference between linear

growth and exponential evolution.




“"When we're able to get candidates in faster, we're
able to get them through the interview process faster,
we're able to make better hiring decisions because
we have visibility into skills — this gives the business a
better quality of hire and better business results. It's
allowing us to compete in a highly competitive
market where Eaton really hadn't competed in the
previous 100 years."”

— Jackie Morgan
Vice President, Global Talent Acquisition, Eaton




Agentic Al in
practice:

The transformation of talent acquisition




Your shift toward the Infinite Workforce begins at the most To move from theory to reality, we created Al Interviewer.
human — yet historically broken — part of your hiring process: This isn't a chatbot designed for conversation — it's a digital
the interview. worker designed to scale.

For decades, the interview has been the primary bottleneck Recruiting represents the first practical step in moving from
in talent acquisition, constrained by the limitations of your human scale to agent scale, proving that when Al agents
recruiters' calendars and mental bandwidth. Traditionally, handle execution at scale, recruiting teams can focus on
you've treated this stage as a manual craft, creating a system orchestrating strategy.

designed to fail under high volume or extreme

speed demands.

A Alinterview x
T, + Sample questions for Emily
Recruiter screen
&0 mire + & questans Can you walk me through what you've been working on recently ot Karma
Labs?
Duration

40 ming. - & questions

Evaluats languoge proficiency?

Vs

‘What metivated your move from teaching at Lambda School to your

current roles?
Candidates
Emily and 2 others Have you had experience building or maintaining distributed systems or

high-availability backend services?

Which programming languoges hove you used most for backend
development, and which do you prefer?

Hew comfartable are you working with Unix or Linux environments in your
development work?

Are you comfortable writing production-ready code and participating in
code reviews?

Send invite
The human-scale speed limit
In legacy operating models, the interview process is governed As a result, your recruiting teams are forced to rely on
by a hard speed limit. aggressive, often arbitrary résumé filtering just to make

. . . ) workloads manageable. This leads to strategic malpractice

Scheduling an interview often requires days of back-and- ) ] o o )

o . . . — looking backward at résumés is like driving a car while
forth communication among candidates, recruiters, and hiring . . . . .

i i . . i only using the rearview mirror — causing you to miss true
managers. While your recruiters drown in coordinating time o ) )

o . . potential in candidates who don't fit your static profiles.

zones and meeting links, more agile competitors snap up top

candidates.

This friction is the direct result of human-scale constraints.
Your recruiting team can only speak to so many people in a

day.
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The solution: Infinite capacity and time compression
Al Interviewer replaces this friction at agent scale.

Because it's a digital worker rather than a software tool, it doesn't just help schedule interviews
— it autonomously conducts conversations. This creates capacity abundance where clock and
calendar constraints no longer apply.

The impact is defined by three core breakthroughs:

Autonomous execution:

Al Interviewer handles end-to-end interactions 24/7, allowing your organization to
expand its talent pool by up to 100 times without adding head count. The system
automates up to 80% of your manual recruiter work while maintaining a 92.5%

interview completion rate.

Infinite scale:
@ The system can simultaneously interview one candidate or thousands
simultaneously in parallel, working 24/7 across 22+ languages. Candidates can

interview the moment they apply, eliminating delays and drop-offs.

Time compression:
@ Al Interviewer compresses hiring cycles to as few as 1.3 days — reducing time to fill
by 33%. Processes that previously took human recruiting teams six weeks can now

happen in an afternoon.

By achieving this velocity, your organization saves time and compresses history. Leadership can
build the workforce you need for future success, rather than being held hostage by linear hiring's

slow pace.

Integrity by design: Building the trust advantage

A common concern with Al in hiring is bias risk, or the "black box" problem found in generalist

tools. An agentic talent operating system is built for enterprise integrity.

While generalist Al tools are wordsmiths in the dark that lack spatial intelligence for work, Al
Interviewer is powered by our unrivaled Talent Intelligence Engine, which is built on 1.6 billion real-
world career trajectories and 1.6 million skills.

This brings domain-specific reasoning into your interviews, interpreting answers in the context of

real roles, skills, and career paths unlike generic LLMs or legacy systems of record.
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This system maintains high-stakes integrity through several

architectural guardrails, including:

A focus on content, not cues: Unlike competitors that
analyze video or vocal tone — factors that introduce
significant bias — Al Interviewer evaluates only the content
of candidate answers, operating without biometric or facial

recognition data.

Skills-based evaluation: Al Interviewer conducts
multidimensional interviews including profile screening,
functional, coding, and language assessments that
evaluate real skills — not résumés. By focusing strictly

on skills and capabilities, it ensures fairness for your
organization and remains compliant with regulations like
New York City's Local Law 144.

Deep intent mapping: Al Interviewer doesn’t guess like a
chatbot, it understands the deep intent behind answers
through dynamic follow-up questions and maps these
against the global context of human potential. STAR-based
functional interviews assess problem-solving, communication,

teamwork, and leadership using structured questioning.

Enterprise-grade certification and fraud prevention: Al
Interviewer is the only hiring agent trusted for high-stakes

deployment, certified to ISO/IEC 42001:2023, the international
management system standard for Al, and backed by
FedRAMP and DISA IL4 authorizations. The system includes
candidate identity verification through trusted partners like
ID.me and CLEAR, tracks 12-plus cheating signals during
interviews, and logs suspicious activity with timestamps for

your review.

Trusted candidate experiences: Candidates achieve a 93%
NPS score by interviewing on their schedule with clear and fair
conversations, creating a measurable advantage for you in

winning the best talent in the Al talent wars.

Al Interviewer by the numbers

Unlike scripted workflows and rigid bots that depend
on recruiters to run them, Al Interviewer executes the
interview process end-to-end with human guardrails,
delivering autonomous, structured interviews at global

scale without sacrificing quality or compliance.

Our early internal research findings show:

33% reduction in time to fill.

1.3 days — compressed hiring cycles vs. weeks
with traditional methods.

80% of manual recruiter work automated.
92.5% interview completion rate.

93% candidate NPS score.

24/7 availability across 22+ languages.

1.6 billion real-world career trajectories and
1.6 million skills powering domain-specific
reasoning.
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The outcome: Liberation of the talent architect

The ultimate goal of deploying Al Interviewer is liberation. When the digital worker handles the

volume of screening, your recruiters are free to move above the loop.

For recruiters, this means evolution in professional identity. No longer administrative gatekeepers
or coordinators, your teams are now talent architects. Days are no longer spent screening calls
but doing strategic work: persuading top candidates, closing deals, and advising hiring managers

on workforce design.

For candidates, the experience is equally transformative. They're no longer ignored by “black
hole” applicant tracking systems. Instead, they receive immediate, unbiased opportunities to

prove their potential on their schedule.

By moving from human scale to agent scale, your organization is removing the execution
bottleneck. You're no longer managing a workforce through the lens of labor scarcity — you're

orchestrating an infinite workforce built on capacity abundance.

s

"This project with Eightfold isn't
a tech project. It's about
transforming the way we find
and recruit people.”

— Gaél Barjot
HR Lab Director, Forvia




The strategic
imperative:

Orchestrating future demands




The transition from software to superintelligence isn't just a tech upgrade — it's a fundamental

shift in how you recruit talent.

As we've explored in this e-book, the traditional model of scaling output by adding head
count is obsolete. If you fail to move beyond managing a workforce toward orchestrating

superintelligence, you risk more than falling behind — you face becoming obsolete.

To succeed in the Intelligence Age, you must recognize that velocity is your only lasting
competitive advantage. This includes understanding the competitive landscape, the need to
move beyond the job as a static construct, and the immediate steps required to build your

infinite workforce.

Competitive landscape: Choosing your engine

The legacy trap: The generalist trap:

These systems were built for the Industrial and General-purpose LLMs are brilliant wordsmiths but
Information Ages to track head count and are architecturally unsafe for high-stakes enterprise
compliance. Because these systems treat candidates decisions. Without spatial intelligence for the world
as static database records, they also act as anchors, of work, these platforms are essentially toys that
preventing your intelligence from manufacturing. guess at your future.

The superintelligence architecture:

This cognitive architecture is built for the Intelligence
Age, designed to autonomously act and predict your
future. It's the only foundation capable of growing

and supporting your Infinite Workforce.

Moving beyond the job as a prison

One of the most significant mental shifts you need as a leader is rethinking the job itself. For more
than a century, the job has been a static box — a relic of previous ages designed to categorize
human labor as a cost constrained by time. This model has turned your workplace into a prison for

human potential, where workers are trapped by repetitive administrative tasks.

In an Infinite Workforce, you move toward dynamic cognitive architecture. You stop organizing
around rigid roles and start organizing around potential and skills. By deploying digital workers
to handle execution, you liberate human potential, allowing people to focus on judgment, ethics,

and creative problem-solving.
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The velocity advantage:
Compressing history

The difference between linear growth and exponential evolution is
velocity. By adopting agentic Al, your organization can turn months of

recruiting and development work into minutes of autonomous execution.

This isn't just about saving time. It's about building your workforce of
2030 today.

In an era of exponential change, looking backward at résumés and past
performance is strategic malpractice — like driving a racecar only using
the rearview mirror. You must look forward, using talent intelligence to

predict where your people can go, not just where they've been.

Leadership action plan: 3 steps to get started

The Al era rewards speed. Here's how to launch your first agentic Al proof of concept in weeks, not months:

Pick your process for an initial rollout
Identify one high-volume recruiting process where manual work creates the biggest
bottleneck. The best candidates for an Al Interviewer proof of concept are:
1 + Initial phone screens for high-volume roles.
« First-round interviews across multiple positions.
+ Technical or skills-based assessments at scale.

Choose the process where speed matters most and volume overwhelms your team.

Set your success metrics

Define what success looks like for your 30-60 day initial rollout. Track:
+ Time-to-fill reduction.
2 » Recruiter hours saved on administrative tasks.
* Interview completion rates.
+ Candidate experience scores.

Having clear metrics from day one proves ROl and builds momentum for broader adoption.
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Launch your Al Interviewer proof of concept

Start small, move fast. Deploy Al Interviewer for one role, one team, or one location.

Run it alongside your current process to compare results. Within 30 days, you'll have
concrete data showing:

3 * How much faster you can hire.
*  How many more candidates you can interview.

* How much time your recruiters gain back for strategic work.

The organizations winning in the Al era aren't waiting for perfect conditions —

they're running proof of concepts now and scaling what works.adoption.

The shift to the Infinite Workforce

The era of scaling head count is over — the era of the Infinite Workforce has begun.

To compete, your organization must evolve from managing the workforce you inherited

to building the workforce the future demands.

This transformation requires more than software — it requires an intelligence layer to
unlock the potential inside every candidate. Digital workers will execute the possible

while people ascend to define the impossible.

The future isn't about automating work. It's about empowering people to do more

impactful work.

Welcome to your era of infinite possibilities.
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7 pillars for Al innovation

Ensure leadership alignment.

Establish a closer partnership between the CHRO
and the C-Suite to drive organizational change to

=

enable Al success.

Nurture an innovation culture.

Foster an experimentation mindset to encourage

Al innovation.

N

Set governance and security
guardrails.

Create a regularly updated governance
mechanism to ensure the trustworthy and

W

responsible use of Al.

Develop Al talent and skills.

Execute a proactive plan to identify and build the

skills, talent, and knowledge to drive Al innovation

o

across the workforce.

Build a modern data and technology
platform.

Provide the IT tools, data, and infrastructure for

()

staff to use Al effectively, safely, and at scale.

Optimize and redesign processes
with Al.

-

Develop Al-enabled processes that boost
employee experiences, productivity, and

O

collaboration.

Prepare for the future of work.

Create a vision and plan on how Al will change

7

the way work is done in the future by people and

machines.

Source: Al transformation: The new role of the CHRO, Eightfold Al
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Ready to build your Infinite
Workforce?

The gap between legacy recruiting and Al-powered talent
acquisition isn't measured in months. It's measured in

competitive advantage lost every single day.

While your competitors compress hiring cycles from over a
month to under a week, expand talent pools by 100x, and
free recruiters to focus on strategic work, every day spent

waiting is a day your organization falls further behind.

The shift to agent scale doesn't require a complete
organizational overhaul. It starts with one proof of concept,
one high-volume process, or one team ready to see what's

possible when digital workers handle execution at scale.

Eightfold Al Interviewer is your first
step into the Infinite Workforce

In 30 days, you'll have concrete data showing how much
faster you can hire, how many more candidates you can
interview, and how much time your recruiters gain back for the
work that truly matters — persuading top talent and building

your competitive advantage.

The Intelligence Revolution isn't coming. It's here. Give your
team the capacity to do the high-value work that actually

moves your business forward.

Start your Al Interviewer proof of concept today.
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About Eightfold Al

Eightfold Al doesn't just organize data — we understand people. As pioneers of the world's most innovative Al-
native Talent Intelligence Platform, we combine enterprise data, market insights, and user interactions to create
a complete picture of talent across the entire employment life cycle, providing an end-to-end experience that
includes hiring, development, and retention. A third of our customers are from Fortune 500 companies and have
relied on us to move faster and more strategically than the competition. Our platform is guiding our customers
through the greatest work acceleration in history by unlocking the power of people and showing them how

partnering with Al can unleash unlimited potential. Learn more at eightfold.qi.
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