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ARTIFICIAL INTELLIGENCE

ANTICIPATED IMPACT OF Al

Workers in Egypt, India, and Nigeria were most likely
to have a positive outlook on the potential impact

of Al on their jobs. All three markets have implemented
national strategies that might be contributing to
positive worker sentiment.

@ | believe Al will positively impact my job.
@ | am scared my job will be replaced by Al.

@ | have no idea how Al will change my job.

19%

A
Latin America

Europe

11%

North America

Middle East / Africa

Asia-Pacific

THE U.S. NUMBERS:
ANTICIPATED IMPACT OF Al

People in the United States revealed
one big outlier on Al: Among young
workers, 25 percent said they had no
idea how Al would change their jobs,
more than double the global average
of 12 percent.

| believe Al will positively
impact my job.

%

I am scared my job
will be replaced by Al.

13%

| have no idea how Al
will change my job.

(%

SECTORAL DIFFERENCES

Worker sentiment about Al also showed differences depending on the sector.

Positive outlook on Al

¢ Technology services

¢ Finance and insurance
¢ Information

These sectors tend to

be early adopters of
innovative technology.
And they prize efficiency
and small gains in com-
petitive advantage, both
of which Al can enhance
through automation, data
analysis, and improved
decision-making.

cautious —

¢ Personal services

¢ Transportation
and warehousing

¢ Health care and
social assistance

These three sectors

rely heavily on human
interaction and
personalized services,
which might contribute
to worker apprehension.
People in these jobs
might worry that Al could
compromise the quality
of personal service,

or they could perceive

it as a threat to jobs.
These workers also
might be more cautious
about Al as they weigh
the complexities of
introducing the technology
into highly relational
environments.

Fear Al

® Mining

* Agriculture
e Utilities

Fear of Al might stem

from the dual-edged
nature of technological
advancements. While

Al presents significant
opportunities for
efficiency and innovation,
it also necessitates careful
consideration of its impact
on the workforce, the
environment, and current
practices. It’s worth noting
that these three sectors
also have the largest
share of workers—about
15 percent—who say they
have no idea how Al will
change their jobs. This
unknown might be

fueling fear.

® Public administration/
service

¢ Educational services

e Health care and
social assistance

Because many people
who work in these sectors
have hands-on jobs and
deal directly with people
on a daily basis, it’s
possible they believe that
Al won’t affect their jobs
one way or another.
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The path to advancement
Isn’t always up. Often, it’s out.

Workers are adept at reading the job landscape. When they quit their

jobs, it’s not always about moving to the next rung on the career ladder.

Often, it’s about finding a ladder with more rungs to climb.

O The share of respondents who
O believed strongly that they would need
to change employers to get ahead.

Career advancementisn’t
the straight line it once was.
When we asked workers to
identify their biggest barriers
to career advancement, the
largest share— 19 percent—
said their current job lacks
any opportunity to advance
atall.’

Fifteen percent believed
strongly that they
would need to change
employers to get ahead.

This lack of opportunity
was a particular problem
in Latin America, where
25 percent of workers cited
it as their biggest barrier to
career advancement.

North America is the
only region where a lack
of opportunity wasn’t the
most-cited barrier. In this
region, 19 percent of workers
surveyed said they had
a lack of desire to move
up the career ladder;

17 percent cited a lack of
opportunity.

Only 6 percent of respon-
dents selected a lack of
skill as their biggest barrier
to advancement, putting
this reason near the

bottom of the list. This was
surprising, given that only
24 percent of respondents
said they were confident
that they have the skills
needed to advance to the
next job level. Even fewer—
17 percent—strongly agreed
that their employers were
investing in developing
their skills.?

Perhaps having the skills
needed for advancement
becomes irrelevant to
workers if they don’t see a
clear opportunity to use those
proficiencies at their current
place of employment.

Workers who were
confident that they had the
necessary skills to advance
and those who weren’t both
selected lack of opportunity
as the most common barrier
to career advancement.

For many workers, landing a

promotion or advancing

a career simply weren’t

top priorities. Nearly 1in 3
gave a personal reason for
not advancing, citing a lack
of motivation or confidence.
Thirteen percent said they
were happy in their current
role and had no desire to
switch jobs.

But for people who are
keen on landing more respon-
sibility or pay, that ambition
influences other decisions.
Workers who saw ways to
advance in their current job
cited that opportunity as their
top reason for sticking with
their employer. Opportunities
for advancement ranked
above a flexible work
schedule, training and skills
development, and even
bonus pay when it came to
reasons for staying with an
employer.

" We asked respon-
dents this question:
What do you see as
the biggest barrier
to advancing to the
next level of your
career?

Respondents
selected only one
of the following
options:
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Lack of desire
(happy in my
current job
and don’t want
to change)
Lack of
opportunity

Lack of time

Self-
motivation
Lack of
support
(e.g., mentor,
career
champion,
or advocate)
Lack of
education

Lack of
experience
Lack of
confidence
Fear

Lack of
visibility with
management,
etc.

Lack of skill

2For more informa-
tion, see our article
on skills develop-
mentin People at
Work 2025.
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LACK OF
OPPORTUNITY,
by region

Share of workers who
feel stymied by a lack
of opportunity.

BARRIERS

TO CAREER
ADVANCEMENT
What’s keeping you
back? Many workers
blamed their lack

of advancement on
their employers.

Lack of opportunity

Lack of desire

Lack of time

Self-motivation

Lack of support

Lack of confidence

Lack of experience

Lack of visibility with management
Lack of skill

Fear

Lack of education

U.S. respondents

WHAT DO YOU SEE AS THE BIGGEST BARRIER
TO ADVANCING TO THE NEXT LEVEL OF YOUR CAREER?

Key
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19%

13%

12%

10%

8%

8%

8%

6%

6%

5%

5%

SKILLS OPPORTUNITY TAKEAWAY

Career growth shouldn’t be a
priority only for workers. By
investing in their employees
and building on the talent
already at hand, employers,
too, can benefit when
workers advance. The arrival
of artificial intelligence

has handed employers an
ideal moment to turn their

attention to their greatest
resource. Just making workers
aware of upskilling offerings
and career advancement
opportunities can help foster
positive changes in employee
sentiment. And workers who
are engaged on the job are
more productive and more
likely to stick around.

Today at Work - 2025 1ssUE 1+ 12-13


https://www.adpresearch.com/wp-content/uploads/2025/01/PAW2025_Skills_v12.pdf
https://www.adpresearch.com/wp-content/uploads/2025/01/PAW2025_Skills_v12.pdf

WORKER ENGAGEMENT

Employee
engagement
hits a record

More employees were engaged on the job
in 2024, continuing a post-pandemic trend.

Nearly 1 in 5 workers world- Contributors

wide reported being fully Mary Hayes, Ph.D.
engaged on the job in 2024, a Research director
record high in data going back People and Performance
a decade. It was the third Jared Northup
straight year that the share of Research analyst

People and Performance
The global share of Nela Richardson, Ph.D.
engaged employees now Chief economist
stands at 19 percent, 5 per- ESG officer
centage points higher than AR GEL LS
its pandemic low of 2020,
when only 14 percent of
workers reported feeling fully
engaged on the job.

engaged workers grew.

WHAT IS
ENGAGEMENT?

ADP Research has been
tracking worker engagement
around the world for 10 years.
We define engagement as the
emotional state of mind that
causes people to do their best
work and do it sustainably.
This means they’re doing their
best work now and are likely
to continue doing it.
Engagementis an
important metric. Our
research has established
a strong connection

loyalty to their employer. All
organizations, big or small,
want to retain workers and
enhance their productivity.
between a person’s level of As such, all employers have
engagement on the job to an interest in fully engaging
their level of productivity and their workforce.

Source: ADP Research Global Workforce Survey

fully
engaged

When the team
leader is fully
engaged, team
members are:

35% \\

not fully
engaged

LEADERS MAKE

THE DIFFERENCE
Engaged leaders

make for engaged workers.

ENGAGEMENT AMONG
TEAM MEMBERS,
By leadership engagement

fully engaged

[ 1Y
When the team
leader fully
engaged, team
members are:

SOURCE:

ADP Research,
The Definitive
Series: Employee
Engagement.

99%
not fully
engaged
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BY THE NUMBERS

Being on the best team
is strongly related to higher engagement

% 10%

People who feel they are on People who are not
the best team who report on the best team who
full engagement report full engagement United States Globally

SHARE OF WORKERS ON THE BEST TEAM
Employers have plenty of room for
improvement when it comes to teams.

QOO

Ll-% 19 %

% OF FULLY

ENGAGED WORKERS,
U.S. workers

Office / on-site 24%
Remote 16
Hybrid 31
WHERE WORK

IS HAPPENING

U.S. workers

Office / on-site 65%
Remote 17
Hybrid 18
BY REGION

Asia-Pacific

Office / on-site 60%
Remote 11
Hybrid 29
Europe

Office / on-site 59%
Remote 11
Hybrid 30
Latin America

Office / on-site 49%
Remote 12%
Hybrid 39%
Middle East / Africa

Office / on-site 46%
Remote 12
Hybrid 42
North America

Office / on-site 59%
Remote 19
Hybrid 22

GEOGRAPHY MATTERS

When we look at worker
engagement by region,

stark differences emerge.
Economic, social, and
political conditions can affect
how workers think and feel.

The Middle East / Africa
had the biggest gain of any
region, with the share rising
3 percentage points to 25
percent.

North America fared poorly,
with worker engagement
falling 2 percentage points
year over year. The decline
was driven by Canada,
where the share of engaged
employees fell 3 percentage
points to 18 percent.

In Europe, Poland, the
Czech Republic, and the
Netherlands were among the
world’s biggest losers when
it came to engaged workers,
pushing the entire 10-market
region down in 2024.

Worker engagement was
steady in Latin America.

THE TAKEAWAY

It’s difficult to overstate
the value of employee
engagement. ADP Research
has shown that engaged
workers are more productive,
less likely to quit, and generally
just happier with their jobs.
The good news for
employers is that engagement
can be nurtured. A productive
first step is to empower
workers to make decisions
about where they do their jobs,
be it always on site, or mixed
with quiet days from home.
When employers provide
workers a choice, and give
them the boost of high-
performing teams, everyone,
regardless of where they work,
can reap the benefits
of engagement.
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