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Interviewee

Hays is one of the world's leading recruitment agencies
for qualified specialists and managers, bringing
companies together with specialists and ensuring the
perfect match. As a reliable partner, Hays accompanies
specialists throughout their entire career and advises
companies on personnel solutions in all types of
contracts - from permanent employment to the use of
freelancers and employee leasing. In addition, Hays
offers a wide range of consulting solutions such as the
outsourcing of recruitment processes (RPO) or the
management of external staff (MSP) and is therefore
considered a strong partner against the shortage of
skilled workers.

Company profile

Johannes Leuschner
Head of Future Business 

Johannes Leuschner is Head of Future Business at
Hays, where he leads initiatives at the intersection of
innovation, emerging technologies, and new business
development. His work focuses on identifying
technological trends, translating them into practical
business applications, and shaping forward-looking
strategies that help the organisation adapt to the
evolving world of work.

Before taking on his current role, Johannes spent more
than ten years in operational roles at Hays, gaining
extensive experience in sales, recruitment, and
outsourced services. This background gives him a
strong understanding of the staffing industry and
enables him to connect technological innovation with
the real needs of clients, consultants, and the wider
labour market.

Today, he drives innovation across the organisation
and established Hays’ AI Lab to explore and
operationalise generative AI. Through interdisciplinary
collaboration, internal AI pioneer networks, and
structured governance, his work supports the
responsible adoption of new technologies while helping
Hays unlock practical use cases for the future of work. Page 1
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Half of contracts at Hays in Germany are freelancer and service contracts, followed by a
quarter of temporary work and then another quarter of permanent employee placement.
This composition differs from service provider to service provider, but usually it is quite
similar. For our AI use cases, topics such as understanding jobs, understanding CVs, or
summarising texts had been the starting point.

Hays has identified a variety of text-heavy use cases that we have again and again. We
looked at them first and that included tasks such as writing a job description with a
particular focus on understanding skills and job requirements. For instance, some job
descriptions might involve programming languages or something that we have never
heard before, so we need to put this into context. That is what we did first because, in the
beginning, there was no user interface and ChatGPT did not exist either. Consequently, we
developed our own applications where you entered any type of information without
prompting, pressed the button, and got some output. These constituted the initial steps we
took, which we subsequently tested. To evaluate our first initiatives, one department
received an application like this to draft job descriptions, while the other department did
not. This allowed us to evaluate aspects such as: "How much time are we saving? Do job
descriptions get better? Do more candidates apply for an AI-generated job description
because it is perhaps better formulated than without?".

We have also integrated AI into our onboarding processes, where new joiners get the
opportunity to train with AI‑supported role‑play scenarios. During the training programme,
they simulate phone calls with an AI system and receive feedback on their performance,
including areas such as objection handling and speaking pace. The AI takes into account
the specific requirements of a given role or job description during these exercises. We
additionally use AI to explain skills and professional roles. Many recruiters and
consultants we hire internally, are university graduates or career changers, and they often
encounter these professional contexts for the first time. AI helps clarify what certain
positions entail - for example, the responsibilities of a prompt engineer or a CNC engineer
- and supports a better understanding of key skills and job characteristics.

We are currently piloting the use of AI for improving service contracts, particularly the task
descriptions that will appear in those documents. The aim is to enhance clarity and quality
in contractual formulations. Furthermore, we use AI extensively for translation tasks, such
as converting CVs into German or translating job descriptions into English for European
labour markets. Document and CV translation are therefore also part of our AI-supported
workflows. AI is also used for CV formatting. For instance, we often receive freelancer CVs,
yet certain client companies require these CVs to be delivered in a specific template.
Previously, this required time-consuming manual work. With AI, we can now transform
freelancer CVs into the required format more efficiently.

Finally, we use AI to support preparation for interviews and customer conversations.
Before engaging with a candidate or discussing a role with a client, AI helps identify which
aspects are already well‑covered in a job description or CV and which areas require
further clarification. For example, if a role involves leading remote teams and this
competency is not evident from the CV, the AI highlights this as a key point to address. This
enables more focused conversations and ensures that essential questions are not
overlooked.

Overall, these applications span a significant portion of the recruiting process we are
already enhancing with AI.

What are your AI use cases?
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There were two central points here. First, it was important to identify concrete use cases
and second, set up a broad enablement program for all employees. This is what we have
done and what we still have at the moment.

Identify possible use cases – first, we asked ourselves: “Where does it make the most sense
to introduce AI?” Then, we also needed to manage AI in accordance with the law. We had
already seen the EU AI Act on the horizon from the beginning - it had already been a
discussion four years ago. Therefore, we had to deal with the fact that AI is regulated, and
that is what we did. We brought together a team to deal with the question "What could be
the biggest levers?". At the same time, ChatGPT was released in its initial version.
Fortunately, we were already prepared from our side when we asked our sales
representatives to identify potential use cases.

Enabling employees - when Microsoft started rolling out Copilot, we decided to adopt it
very quickly across the company, constituting the second significant use case for us. We
set up a large enablement program, which we called "Boost your work", to give all
employees access to Copilot, so as to give them the opportunity to look for themselves
"Where can this help me in day-to-day business?". Naturally, this may look different in
marketing than it does in accounting or sales. This enablement program comprised the
second level.
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How did you introduce AI into the
workplace?

Our two biggest challenges are enabling managers to enact their responsibility to ensure
that AI is used responsibly, on the one hand, and on the other hand, at the employee level,
to keep critical thinking high so that everything that comes out of the system is not simply
accepted.

Has AI affected the valuation of skills
in your company?

“Throughout all processes, we maintain a human‑in‑the‑loop
approach, ensuring that every AI‑generated output is

reviewed before being further processed.”

In terms of critical thinking, we are already trying to assess this systematically. If someone
gets something displayed and accepts it within 1.2 seconds, but that is actually three DIN
A4 pages that you would have to look through, then we can see on a system level that it
just does not fit. We are not at the end of the road yet, but critical thinking certainly is a
central element that we have to convey now.
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As regards responsible AI use, we are now in the process of setting up mandatory training
around the EU AI Act, as we do for data protection issues, i.e. that it simply becomes an
integral part of the training curriculum, even for existing employees. Moreover, we have to
enable managers to bring up the topic of AI repeatedly with their teams and to also
present it positively, that it really is a work booster and not a "you're getting rid of
yourselves" kind of situation.

Our initial expectation was that employees would express significant concern about
becoming redundant due to AI. While there was some apprehension, the level of concern
was lower than anticipated. Indeed, the AI solution reached an adoption rate of 77%,
meaning that out of 100 employees who received access, 77 use it on a regular basis.
Estimates suggest that 30% are heavy users, 50% are frequent users and use it from time to
time, and I have 20% who do not use it at all. We are trying to work out for ourselves right
now how we get these last 20%.

What benefits have you derived from
using AI?
The first big challenge is how to measure potential improvements through AI sensibly.
When you try determining whether things get better or worse, you first need to ask: "What's
the baseline?". The baseline measurement has been the big challenge in a couple of the AI
projects I have done so far.

Let us look at the topic of job description. We receive a variety of information from
customers: sometimes, it is very detailed and basically a full job description; other times, it
is just a handful of bullet points in an email. Our task is to turn whatever we receive into a
solid, publishable job description. When we do this with AI, the quality goes up by 38%. The
natural question is: How do we measure that? What’s our baseline? We have a Quality
Assurance team that reviews every job description before it goes on our website or any
external job portal. Therefore, we looked at how often the quality assurance team sends
those descriptions back to the author for corrections. That return rate dropped by 38% for
descriptions processed with AI. We also tracked how much follow-up work is needed
afterwards. With AI-touched job descriptions, the amount of rework drops by about 40%.
The results are usually not perfect - it is usually the 80% variant - but they are good enough
that recruiters only need minimal adjustments.

“I have been doing tool introduction at Hays for 10 years now,
but I have never seen before that the introduction of a new

tool, has such a high and, above all, constant adoption rate.”

In a trail we now rolled out the extended version of Microsoft 365 Copilot, where we have an
adoption rate of 98%, so even higher. This is extremely well received and translates into use
on a daily basis. Some people use it really intensively, some do not use it at all, but
calculated on average, over all employees, we see about 10 uses per day. If I compare that
with what I hear from trade fairs and informal exchanges with other companies, we are
doing quite well with that, and I am very satisfied with it.
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Where things get a bit tricky is the time savings. We see roughly a 4% reduction in creation
time. To date, this measurement has been performed manually. Following each job
description, individuals have been asked to record how long it took them to write it
manually versus with AI. Since there is no timestamp yet and the answers are not entirely
comparable, I would take that number with caution. The 30-40% quality improvements,
however, are solid. 

In addition at the moment, most of our AI tools are still a separate application. People have
to copy text from emails or our CRM into a third-party application and then copy the
results back. That extra copy‑and‑paste step costs time. Given the consistent
improvements, however, we are now integrating this directly into our main processes and
systems.

Finally, in terms of inclusivity, the system uses carefully designed prompts to generate
high‑quality, AGG‑compliant (General Equal Treatment Act in Germany) job descriptions that
promote equality and appeal to a broad audience. This built‑in guidance helps ensuring
inclusive language and avoids bias - often more reliably than a human, especially someone
less experienced - because the equality considerations are automatically embedded in the
prompt.

Concluding remarks

“What makes AI so attractive is the interplay of three things:
private cosmos, low entry barrier, and our enablement

programs.”
What I am currently anticipating is how can we answer the following: What is left in the end
when everything is AI-generated? What if all the CVs and job descriptions are generated
with AI? What is it afterwards that makes the difference? Our derivation from this issue is
actually a good message for us as a service provider because we may have worked with a
candidate several times and can tell the customer “What is written in the CV is true, you can
rely on it.”, and in the same way, we can tell the candidates that we have worked with the
company several times. So we become more of a trust layer rather than a recruiting
specialist.

Finally, on-site interviews will once again become a significant part of the recruitment
process, despite the ongoing push towards digitalisation. People will improve their AI-skills,
but they will continue boarding a train or driving their car to do a job interview, because in
the end that is what it is all about in recruiting – a human connection.

Not a day went by last year where there was not a news article related to AI. That certainly
contributes very positively to people just recognising the benefits from it so quickly. In
addition, there is the low-threshold entry hurdle. I have something I can try, and I do not
have to relearn Excel or anything like that, but I can start somewhere with small steps. I
enter a piece of information and receive a result, and even if it does not fit, I can sharpen it
again and modify the prompt. Finally, I would include the measures that we are now taking
at Hays. What also helps is implementing such a broad-based adoption program, i.e. to
repeat over and over again "Hey guys, this can help you here.”, “Have you ever thought
about that?", or “Here is another use case.”. 
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